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PREAMBLE 
This Agreement is made and entered into this 
15th Day of December, 1995, by and between 
Champion International for its (Plant or Mill) 
located at Courtland, Alabama, hereinafter 
referred to as the Company and the United 
Paperworkers International Union, AFL-CIO and 
its Local Unions 193,1137, and 1161 hereinafter 
referred to as the Union. 
SECTION I 
RECOGNITION 
The Company recognizes the Union as the sole 
and exclusive bargaining representative for the 
purpose of collective bargaining with respect to 
rates of pay, wages, hours of employment, and 
other conditions of employment for all produc-
tion and maintenance employees of the company 
at Courtland, Alabama, Plant or Mill, including 
over-the-road truck drivers, but excluding all cler-
ical employees, professional employees, tempo-
rary employees, guards and supervision as 
defined under the National Labor Relations Act 
as amended. 
SECTION 11 
GENERAL PURPOSE 
The general purpose of this agreement is in the 
mutual interest of the Company, the Union and 
the employees, to provide for the uninterrupted 
operation of the plant under methods which will 
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further the fullest extent possible the safety, we l -
fare, and health of the employees, economy of 
operation, quality and quantity of output, cleanli-
ness and maintenance of the plant and the pro-
tection of the property. The Union recognizes its 
responsibilities as the exclusive bargaining agent 
of the employees covered by the Agreement, and 
realizes that, in order to provide maximum oppor-
tunit ies for continuing employment, good work-
ing conditions, and fair and equitable wages, the 
Company must be in a strong competitive posi-
t ion. 
Therefore, it shall be the duty of the Company, 
the Union, and the employee to cooperate fully, 
individually and collectively, in this regard. 
SECTION III 
EQUAL EMPLOYMENT OPPORTUNITY 
The Company and the Union agree that all 
employees shall have equal employment oppor-
tunit ies regardless of race, color, rel igion, sex, 
national origin, and wi th in the framework of 
Federal and State laws regarding age discrimina-
t ion. 
The Company and the Union shall observe the 
rights of the handicapped as provided in the 
Rehabilitation Act of 1973 and the Rights of 
Disabled veterans and Veterans of the Vietnam 
Era as provided in the Vietnam Era Veteran's 
Readjustment Assistance Act. 
Wherever the personal pronouns "he" , " h im" , or 
"h is " appear in thfs agreement, it is understood 
that they refer to both male and female employees. 
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SECTION IV 
PERIOD 
This Agreement shall remain in full force and 
effect from December 15, 1995 to and including 
June 14, 2002, and from year to year thereafter 
in accordance with the provisions of this con-
tract. 
SECTION V 
CHANGES OR MODIFICATIONS 
In the event that either party desires to change 
any provision of this Agreement on June 15, 
2002, or any anniversary date thereafter, the 
party desiring to negotiate or change shall give 
written notice of such desire by certified mail to 
the other party not more than ninety (90} days 
nor less than sixty (60) days in advance of June 
15, 2002, or any anniversary date thereafter. 
The giving of notice, as provided above, shall con-
stitute an obligation upon both parties to negoti-
ate in good faith all questions at issue with the 
intent of reaching a written agreement prior to 
the anniversary date. 
SECTION VI 
TERMINATION OF AGREEMENT 
At any time after June 14, 2002, or any anniver-
sary date thereafter, if no agreement on the 
questions at issue has been reached, either party 
may give wr i t ten notice to the other party of 
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intent to terminate the agreement in not less 
than ten (10) days. Al l provisions of the agree-
ment shall remain in ful l force and effect unti l the 
specified t ime has e/apsed. During this period, 
attempts to reach an agreement shall be contin-
ued. 
If the parties have failed to resolve their differ-
ences before the specified t ime has elapsed, all 
obligations under this Agreement are automati-
cally cancelled. 
SECTION VII 
NO INTERRUPTION OF WORK 
During the term or extension thereof of this 
Agreement, the Union wi l l not authorize any 
strike, walk-out, sfow down, sympathy strike, or 
other interruption of work, and if a threat of any 
such occurrence should come to their attention, 
they wi l l endeavor to avert it. 
In the event that an unauthorized strike, slow 
down, sympathy strike, or other interruption of 
work occurs, there shall be no f inancial liability 
on the part of the Signatory International Union 
and Local Union and/or its officers, provided the 
Signatory International and Local Union involved 
promptly after notice of the beginning of such 
violations, shall declare such action a violation of 
this agreement and promptly use their best 
efforts to obtain the return of their members to 
work. It is further agreed that any employee's or 
employees' participation in such violation shall 
be subject to immediate discharge or other disci-
plinary action. The grievance procedure may be 
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invoked on the question of whether the disci-
plined employee did or did not participate in the 
violation of this article. The Company agrees that 
there shall be no lockout of the employees cov-
ered hereby. 
SECTION VIII 
SENIORITY 
1. Definit ions and Applications of Seniority 
The principles of seniority shall govern in promo-
tions, layoffs, demotions, f i l l ing vacancies, trans-
fers and recalls. Seniority is defined as fol lows: 
JOB SENIORITY - The length of service in a given 
job classification. Al l employees above the start-
ing job in any line of progression shall be regard-
ed as having reached that job through the line of 
progression and shall have the corresponding job 
seniority on all lower jobs in such progression. 
Mult icraft-mechanics who progress through the 
various multicraft steps to multicraft mechanic 
"A" shall have job seniority equal to the job 
seniority date of their f irst permanent multicraft 
assignment. Job seniority wi l l not accrue for tem-
porary job assignments. 
DEPARTMENT SENIORITY - The length of service 
w i th in a department. 
MILL SENIORITY - The length of continuous ser-
vice in the bargaining unit at the Courtland Mil l 
of Champion International. 
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BENEFIT SENIORITY - Benefit seniority is defined 
as the length of continuous service wi th the 
Company and wi l l be used only in computing 
employee benefits based on fength of service. 
(Vacation and Retirement.) Breaks in service shall 
be determined in accordance w i th ERISA. 
If employees are to be promoted, demoted, laid 
off or recalled, the Company wi l l take into con-
sideration seniority and ability, and when all the 
factors that constitute ability are reasonably 
equal, then seniority shall prevail. 
2. Probationary Period 
New employees w h o are assigned to a normal 
eight (8) hour shifts schedule shall acquire 
seniority rights after a probation period of sixty 
(60) working days. New employees who are 
assigned to a twelve (12) hour shifts schedule 
shall acquire seniority after a probation period of 
forty (40) working days. During this period the 
company may layoff or discharge such probation-
ary employees. There shall be no responsibility 
on the part of the Company for the reemployment 
of probationary employees if they are laid off dur-
ing this period. An employee must complete sixty 
(60)/ forty (40) days of work before he /she 
becomes a regular employee, and h is /her mill 
seniority date wi l l be h is /her date of hire. Six (6) 
hours or more constitutes a "day" worked on 
twelve (12) hour shifts. 
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3. Loss of Seniority 
Seniority shall be broken and employment termi-
nated for the fol lowing reasons: 
{A) Discharge 
{B) Resignation 
(C) A layoff in excess of recall rights 
(D) Three <3) scheduled work days of absence 
wi thout notification unless incapable due 
to proven physical or mental incapacita 
t ion. 
(E) Failure to return to work at the expiration 
date of an authorized leave of absence or 
takes another job whi le on leave of 
absence. 
(F) Failure to report from layoff after recall in 
accordance wi th the recall provisions. 
An employee who is off from work due to illness 
or injury incurred whi le actively employed by the 
Company shall continue to accumulate seniority 
(Job, Department, Mill) for a period of one (1) 
year beginning from the first day of the disability. 
Should the disability due to an off the job illness 
or injury continue beyond one (1) year, the 
employee shall mainta in senior i ty (Job, 
Department, Mill) for two (2) additional years. 
Should the disability due to an on-the-job injury 
continue beyond one (1) year, the employee shall 
maintain seniority for five (5) additional years. 
During the applicable three (3) or six (6) year peri-
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od of t ime, if the employee returns to work, 
he /she shall be entit led to return to h i s /he r for-
mer position providing he /she is capable and 
qualif ied to perform the work. In the event per-
manent promotion(s) to wh ich the employee 
would otherwise be entitled are made during the 
period the employee's seniority is accumulat ing, 
he /she shall be awarded the promotion(s) as 
fo l lows: 
A. If the employee was off f rom work due to 
an "off- the-job" illness or injury, he /she 
w i l l be entitled up to but not more than 
two (2) such promotions. 
B. If the employee was off f rom work due to 
an "on-the- job" injury, he / she w i l l be 
entit led to all such promotions. 
An employee ent i t led to p romo t i ons ) as 
described above must be physically capable and 
qualif ied to perform the job(s). He/she shall be 
given a two (2) week training period fol lowed by 
a thirty (30) day trial period to satisfactorily per-
form the job. In the event an employee is entit led 
to more than one (1) promotion, h e / s h e wilf 
begin the same type training and tr ial period for 
the next entit led promotion after becoming qual-
ified for the preceding promotion. 
An employee promoted or transferred to a posi-
t ion w i t h the Company outs ide the barga in ing 
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unit shall have his seniority accrue for a period of 
six (6) months. The employee may return to his 
previous position in the bargaining unit at his 
own request during the six (6) months and man-
agement may return the employee to his previous 
position in the bargaining unit at its option any 
time during this same period. If after six (6) 
months the employee is returned to the bargain-
ing unit by management he will be placed in a 
starting job. The employee will retain the amount 
of mill seniority he accrued while in the bargain-
ing unit plus six (6) months. 
4. Expansion Jobs 
The Company will not resort to direct hire for jobs 
which are newly created due to expansion until 
after the initial staffing has been made, and only 
for valid reasons, such as the occurrence of a 
vacancy and there is insufficient time to properly 
train a replacement before start-up. For the pur-
pose of this provision, expansion jobs are defined 
as job classifications created as a result of the 
expansion. It is understood that the Company will 
not resort to outside hire without first discussing 
its reasons with the Union. 
Consistent with efficient operations, the 
Company agrees to train employees who are 
selected for a promotional opportunity on a new 
job created due to expansion as well as those 
employees who receive a promotion in their 
same line of progression due to expansion. In so 
doing, work schedules may be changed and dou-
ble set-ups be made and other types of training 
schedules may be used. 
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Consistent w i th the Company's ability to main-
tain a stable workforce capable of efficiently 
meeting operating requirements, the Company 
wi l l f i l l new jobs created due to expansion by 
selection of an employee occupying a job on a 
related operation or a related support operation 
at the Courtland Mi l l including employees whose 
permanent jobs are abolished or el iminated as a 
direct result of mil l expansion. Selection of such 
employees and their placement on such new pro-
duction jobs shall be at the unrestricted right and 
discretion of the Company. 
Job and department seniority for any job{s) which 
are created due to expansion after the date of 
this agreement shall begin simultaneously on the 
agreed upon official start-up date of the expand-
ed operation. 
The Union agrees that it wi l l cooperate and work 
together w i th the Company to insure an orderly 
expansion which results in the mutual benefit of 
all concerned. 
An employee selected for a job under this provi-
sion wi l l have ten (10} days from the date the job 
is officially awarded to refuse placement on the 
new job or to return to h is /her old job. 
5. Permanent Promotions 
When a vacancy occurs in a job above a start ing 
job in a line of progression, the promotion wi l l be 
based on job seniority and ability of the individu-
als in the classification f rom wh ich the promotion 
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is made. Permanent promotions shall be made in 
accordance with the lines of progression shown 
and attached in Appendix "B" and which is a part 
of this agreement. 
In applying seniority for promotions within a line 
of progression, job seniority will be considered 
first. When job seniority is equal, department 
seniority shall prevail and if job and department 
seniority are equal, then mill seniority shall pre-
vail. When mill seniority is equal, the company 
will select an employee. In making its selection 
the company agrees that only valid factors such 
as demonstrated reliability, ability, and overall 
qualifications will be considered. Employees not 
selected shall, upon request, be provided with 
information as to why the selection was made. 
Where supervision determines that all candi-
dates possess equal ability, reliability and overall 
qualifications, selection will be made by drawing 
a name from the names of eligible employees. 
The drawing will be done by an employee desig-
nated by the Union who is working the day shift 
during the week in which the drawing is made. 
When an employee in a line of progression refus-
es a promotion, either temporary or permanent, 
or for training purposes, he must put his refusal 
in writing which forfeits his right to that promo-
tion until one (1) employee moves around him in 
the line of progression by permanent promotion. 
In no case will more than one (1) employee in a 
given classification be allowed to decline promo-
tion. Employees who are unable to accept a pro-
motion due to physical disability will be handled 
on an individual basis, (See Attachment on Freezing 
in Supplemental Agreement on page 125). 
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6. Temporary Vacancies 
The Company shall determine whether to f i l l a 
vacancy. If it is necessary to fi l l temporary vacan-
cies, such vacancies shall be fi l led by setting up 
all or part of a line of progression on the shift 
where the vacancies exist for a period of up to 
twenty-one (211 days of such vacancy. A job(s), 
other than the original vacancy, in a line of pro-
gression may be left vacant. For jobs specifically 
previously identif ied, and future jobs which might 
similarly be identified by a joint committee, the 
Company agrees that it w i l l only resort to creat-
ing a vacancy in a tine of progression in order to 
f i l l another vacancy in the same line of progres-
sion by creating the vacancy in jobs one above 
Reserve. Similar vacancies due to vacation may 
be fi l led for the duration of the vacation by shift 
set-up. The Company may make double shift set-
ups. 
Known vacancies, and the manner in wh ich they 
wi l l be f i l led, wilt be posted on the weekly work 
schedule. If vacancies occurring after the posting 
of the schedule are fi l led, they wi l l not affect pre-
viously scheduled vacancies. It is understood that 
situations arising after the schedule has been 
posted may el iminate the need to f i l l vacancies. 
When it becomes known that a temporary vacan-
cy wi l l be of longer duration than twenty-one (21) 
days except for vacation, such a vacancy shall be 
fi l led in the same manner as a permanent vacan-
cy wi th in seven (7) days of the t ime it is known 
beginning wi th the Monday fol lowing the date it 
became known, except that if it became known 
fo l lowing the posting in changes of the weekly 
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work schedule, the seniority set-up wilJ be made 
on the second Monday following the date it 
became known. If the vacancy will end during the 
work week rather than at the end of the week, 
the final fractional week vacancy will be filled by 
shift set-up if qualified employees are available 
on the shift involved. 
In the event this requires an employee to work 
the 7p-7a shift Sunday night, and go to a new 
shift 7a-7p on Monday, a required shift swap will 
be used to enable the employee to get on the new 
shift without working the 7a-7p shift on Monday. 
If temporary vacancies must be filled on an over-
time basis, they shall be filled as follows: 
(1) The employee who is not relieved will 
have preference to work the next shift or 
any part thereof. The employee not being 
relieved will only be permitted to make 
one choice as to the amount of hours he 
elects to work. However, the employee 
shall remain at his post until a substitute 
is secured and, if necessary, the employee 
wil l work the extra shift. 
(2) By calling in the employee in the same 
classification who will be coming in on the 
next shift. 
(3) By calling in the employee in the same 
classification who is on his scheduled day 
off. 
(4) If the vacancy cannot be filled by steps " 1 " 
through "3" , then the employee will be 
required to work the extra shift. The 
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Company may go outside the job classifi-
cation to get a qualif ied employee to f i l l the 
vacancy after going through steps " 1 " 
through " 3 " . 
In the event of a partial shift vacancy, the 
fol lowing procedure wi l l be used; 
a. by calling in the employee in the same 
classification who wi l l be coming in on 
the next shift. 
b. by calling in the employee in the same 
classification that worked off the previous 
shift. 
I c. by calling in the employee in the same 
classification who is on his scheduled 
day off. 
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ff Temporary vacancies must be fif led on twelve 
(12) hour shifts they wi l l be fil led as fol lows: 
1. KNOWN VACANCIES: Vacancies which are 
known prior to the posting of the schedule, 
if fi l led, wil l be fil led in the fol lowing manner: 
a. Shift set-up regardless of length (except 
for seniority set-ups) if possible. 
b. A vacancy which cannot be fi l led by shift 
set-up: 
(1) On overtime by employees within the 
same job assignment/classification 
who are available to work the overtime. 
(2) Anyone qualified who can work the 
overtime. 
(3) Normally, known vacancies and how 
they wil l be filled wil l be shown on the 
posted schedule. 
15 
2. UNKNOWN VACANCIES: Vacancies which are 
not known prior to posting the work schedule. 
a. Shift set-up where possible. 
b. If the vacancy cannot be filled by shift set-
up, and if it must be filled on overtime, the 
on-shift person who is not relieved will 
have the option of working the first four (4) 
hours of the next shift; calls will then be 
made in an effort to find someone to work 
the remaining eight (8) hours. If the on-
shift person does not want to work the four 
(4) hours, calls will be made to people who 
will be offered twelve (12) hours. 
c. Calls will first be made to the employee(s) in 
the same assignment/classification who is 
scheduled on the same shift as the vacan-
cy, i.e., day shift or night shift. Employees 
on their short break will be called first. 
d. The first person in "C" above who is actual-
ly contacted will then have the ultimate 
responsibility for filling the vacancy. If nec-
essary other calls will be made, however, 
and the first person contacted will be 
advised of the results of the callus}. 
e. If the employee not being relieved is eligible 
to work an additional four (4) hours {i.e., he 
will not exceed sixteen (16) hours by work-
ing the additional four (4), then the employ-
ee forced to come in to work will only be 
obligated to work eight (8) hours. 
f. The on-shift employee will remain until 
he/she is relieved. 
g. A Volunteer Overtime List may be used after 
steps "a" through "d " have been followed, 
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SUPPLEMENTAL VACANCY FILLING GUIDELINES 
These guidelines cover the case of a Known 
Vacancy which was scheduled to be f i l led, but 
where the person scheduled to fi l l the vacancy 
does not want to work the vacancy. 
1. In a case like this, the shift manager wi l l 
make calls to clear the classification. {In 
Converting, "Classif ication" means job 
assignment). If a replacement cannot be 
found in this way, the employee scheduled 
to f i l l the vacancy may be consulted for sug-
gestions for f inding a qualif ied replacement. 
The shrft manager will then contact the 
qualif ied replacement. 
2. If no qualif ied replacement can be found, 
the employee originally scheduled to f i l l the 
vacancy wi l l be expected to work as origi-
nally scheduled. 
3. If a qualif ied replacement is found to work 
the vacancy, this wi l l be put on the work 
schedule. 
A shift manager wi l l not be expected to make an 
excessive number of phone calls in an attempt to 
secure a qualif ied replacement in these kinds of 
cases. Shift managers should be sensitive to the 
need to reasonably allocate overtime by insuring 
that one employee is not always the one being 
asked to work. In summary, in those cases where 
an employee is scheduled to f i l l a Known 
Vacancy, and the employee does not want to f i l l 
the vacancy, the shift manager wi l l make a rea-
sonable effort to secure a replacement. 
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However, the employee will not be responsible 
for securing his/her replacement. If no replace-
ment can be secured, the scheduled employee 
has the responsibility to fill the vacancy. 
When a Known Vacancy cannot be filled before 
7:00 a.m. Monday morning the week of the 
vacancy, it becomes an Unknown Vacancy, and 
the following steps will be followed: 
1. Fill by shift set up if possible. 
2. The on-shift employee has the option of 
working the first four (4) hours, consistent 
with the guidelines. 
3. Clear the classification: short break, then 
long break. 
4. Go outside the classification, either above or 
below, to get a qualified employee to fill the 
vacancy. 
5. tf no one has been contacted to fill the vacan-
cy in " 1 " through "4" , then create a vacancy to 
fill the vacancy. 
• Create the vacancy at the highest jobs; 
• Clear the classification to fill the created 
vacancy. 
6. A Volunteer Overtime List may be used after 
steps " 1 " through "3 " have been followed. 
Where agreements have been made, or where 
agreements may be made on a departmental 
basis to deviate from these guidelines, the 
departmental agreements will prevail. 
18 
The overtime procedures for the f i l l ing of tempo-
rary vacancies as set forth above and the supple-
mental agreements wi l l apply in the event the 
Company elects to f i l l a vacancy on an overtime 
basis; however, in the event vacancies are known 
to exist prior to the posting of the weekly sched-
ule, employees may be scheduled to f i l l the 
vacancies. This may include 12 hours shifts. 
Employees in lines of progression above the 
Reserve classification may cross shifts when 
used in seniority move ups. 
When all or part of a crew are set-up for the pur-
pose of covering a temporary vacancy in the 
crew, alt set-up employees in the crew assume 
the status of the job to which they are set up and 
for which they are being paid. On a daily basis, 
once relieved, they revert to their permanent sta-
tus for the purpose of call- in. In the event of a 
vacancy on the on-coming shift, wh ich must be 
fil led by holding over someone on the shift being 
relieved, the employee on the shift being relieved 
who is set-up to and who is being paid for the job 
that day wi l l be held over and al lowed to work the 
overtime. 
When employees are set-up for training they do 
not assume total responsibility for the job to 
which they are set-up, nor do they receive the 
rate of pay of the higher job. Employees set-up 
for training purposes retain their regular job clas-
sification for the purpose of overtime eligibility. 
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The first known shift vacancy on a daily basis wi l l 
normally be fi l led by shift set-up when possible, 
and the remaining vacancies on that shift shall 
then be fi l led by shift set-up or overtime regard-
less of where the vacancies are in the line of pro-
gression. 
When two or more vacancies become known at 
the same t ime, or when two or more vacancies 
are known prior to the posting of the weekly work 
schedule, and cannot be fi l led by shift set-up, 
then the higher vacancy wi l l be fi l led by overtime, 
and, normally, the lower vacancy wi l l be fi l led by 
shift set-up. 
Known ful l week shift vacancies may be fi l led by 
shift set-up on the weekly work schedule. Crew 
members on the set-up shift wi l l retain their set-
up status for the purpose of call-in for the entire 
week. 
When the Company knows in advance that an 
oncoming employee wi l l not report to work, the 
employee working the job wi l l be advised in 
advance but not later than one (1) hour prior to 
his regularly scheduled quitt ing time that he/she 
may be required to work over. 
7. Reduction in Work Force 
In case of a reduction in work force as a result of 
addition and/or el imination or modification of 
equipment or curtai lment of production, the 
affected employees shall be moved downward in 
reverse order of their promotion provided they are 
qualif ied to do the jobs to wh ich they are moved. 
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(A) Short Term Layoff 
A demotion or layoff of not more than seven (7) 
days duration wi l l be by line of progression, and 
on that shift provided the employee has the req-
uisite ability to perform the job to wh ich he is 
moved. 
(B) Long Term Layoff 
If the layoff is more than seven (7) days, or if it is 
anticipated to be more than seven (7) days dura-
t ion, or in the event of the permanent shut-
down/e l iminat ion of equipment and/or an oper-
ation which results in a permanent el imination of 
jobs assigned to that equipment and/or opera-
tion, the employees on the jobs cut back wi l l take 
the layoff w i th in their line of progression. (In the 
case of the Paper Mfg. Operating Group, howev-
er, the procedure defined in " 7 " below wi l l apply.) 
An employee required to step down in the line of 
progression to a job on which he once worked 
and which has been changed, or to one on the 
same level on which he did not work, or to one 
which has been added, shall be given, if neces-
sary, a normal trial period on the job during 
which t ime his progress wi l l be evaluated. In no 
case wi l l the trial period exceed thirty (30) days. 
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For the purposes of layoff and recall only, 
Operating groups are: 
PAPER MANUFACTURING OPERATING GROUP 
#30 Paper Machine #34 Paper Machine 
#30 Machine Furnish #34Machine Furnish 
#31 Paper Machine #32 Pulp Dryer 
#31 Machine Furnish Chem Prep 
#33 Paper Machine OMC-Supercalenders 
#33 Machine Furnish #33 Biwinders 
#35 Process 
CONVERTING/SHIPPING OPERATING GROUP 
Cutsize Warehousing and Shipping 
Roll Finishing 
PULP MANUFACTURING OPERATING GROUP 
Pulp Mill QPI 
Fiber Prep 
Recovery and Utilities 
MAINTENANCE/MATERIALS OPERATING GROUP 
Maintenance Mill Service Crew 
Storeroom Toolroom Attendant 
Transportation Material Handling 
Loss Prevention 
If it becomes necessary to layoff employees out of 
their line of progression, the fol lowing shall 
apply: 
1. In the case where some jobs wi l l remain in a 
line of progression after the reduction, employ-
ees who are displaced from the Reserve job 
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and jobs above Reserve shall be displaced out 
of the l ine of progression by Mi l l Seniority. 
Employees formerly occupying a job above 
Reserve wi l l have the option of displacing 
Reserves or moving to another line of progres-
sion in their Operating Group. 
2. Employees formerly in jobs above Reserve, dis 
placed out of their line of progression in " 1 " 
above may displace less senior (Mil l Seniority) 
employees in jobs one above Reserve in their 
Operating Group. Employees thus displaced 
wi l l displace less senior {Mil l Seniority) 
employees in the Operating Group in jobs one 
above Reserve. The least senior employees in 
jobs one above Reserve wi l l then displace 
Reserves in their line of progression. Displaced 
Reserves (Mill Seniority) wi l l then displace less 
senior (Mill Seniority) Reserves in the 
Operating Group. 
3. Reserves displaced out of their l ine of progres-
sion in " 1 " above wi l l displace Reserves w i th 
less Mi l l Seniority w i th in the Operating Group. 
Reserves thus displaced wi l l displace less 
senior (Mi l l Seniority) Reserves in the 
Operating Group. 
4. It is the intent of steps " 1 " , "2", and " 3 " to dis-
place from the Reserve job and jobs one above 
Reserve, the least senior (Mil l Seniority) 
employees. 
23 
5. Employees displaced out of their Operating 
Group wi l l displace the least senior Reserves 
(Mill Seniority ) in the bargaining unit. 
6. In the event of a layoff out of the mi l l , the least 
senior (Mil l Seniority) employees in the bar-
gaining unit wi l l be laid off. 
7. In the event of a Long Term Layoff in the Paper 
Manufacturing Operating Group, the fol lowing 
shall apply: 
a. Employees assigned to a Paper Machine 
affected by a Long Term Layoff may displace 
other employees in the same or lower job 
classifications assigned to the remaining 
Paper Machines. Displacement shall be by 
Mi l l Seniority and provided the employee is 
qualif ied to perform the job he goes into. 
The least senior employee in a classification 
shall be displaced. However, the Company 
shalf have the right to assign displaced 
employees to individual machines. It is 
understood and agreed that such assign-
ment applies to all positions throughout the 
displacement process down the machine. 
b. Employees assigned to a Machine Furnish 
line of progression affected by a Long Term 
Layoff may displace other employees in the 
same or a lower classification in remaining 
Machine Furnish lines of progression. 
Displacement shail be on the same basis as 
in " a " above. 
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c. Displaced employees in " a " and " b " above 
w h o bump into a lower job shall be consid-
ered to be senior in the classifications for 
promotion. Al l promotions shall be w i th in 
the Paper Machine line of progression, or 
the Machine Furnish line of progression to 
wh ich the employee is assigned. In the 
event two (2) or more displaced employees 
are assigned to a classification, promotion 
shall be determined by Mi l l seniority. 
In the case of a displaced employee who bumps 
laterally into the same classification, promotion 
shall be by Mi l l Seniority among all employees in 
the classif ication. 
d. Employees who are displaced out of a Paper 
Machine line of progression or a Machine 
Furnish l ine of progression under the above 
provision may displace less Senior Reserves 
in the Paper Manufactur ing Operating 
Group. 
e. Employees assigned to No. 32 Pulp Dryer, 
the OMC-Supercalenders, No. 33 B't-
winders, or Chem Prep Operation affected 
by a Long Term Layoff shall take the layoff 
w i th in their line of progression. 
Displacement out of their l ine of progres-
sion shall be in accordance w i th " 1 " 
through " 6 " above. The bottom job 
assigned to each Paper Machine (7th Hand 
on No. 30 Paper Machine), including Stock 
Prep Helper shall be considered jobs one 
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position above Reserve. Jobs one position 
above Reserve in remaining lines of pro-
gression will remain as they appear in 
Appendix "B" of the Labor Agreement. 
f. The Roll Wrap Operator and the Roll Wrap 
Helper jobs presently assigned to No. 30 
Paper Machine shall also be considered jobs 
one position above Reserve for this proce-
dure. 
8. It is understood that bumping will not be per-
mitted into any Mufticraft Mechanic classi 
fication, the Mechanic E classification, or any 
Mechanic Trainee level. 
9. In all cases an employee displacing another 
employee as a result of Long Term Layoff 
must possess the requisite ability to perform 
the job to which he is assigned, and he must 
be able to progress in that line of progression. 
For purposes of this provision, should two (2) 
or more employees have the same Mill 
Seniority, deter-mination of seniority will be 
made by drawing; such drawing to be done by 
an employee designated by the Union. 
10. Employees permanently classified in a job 
higher than Reserve who are displaced by the 
above procedures will be recalled to their for-
mer line of progression, in the reverse order 
of layoff, to fill permanent vacancies in jobs 
higher than Reserve which occur within six 
(6) months from the date the employee was 
displaced from his job. 
During the succeeding eighteen (18) months, 
an employee wi l l be recalled in the same 
manner as above but may deny recall. 
However, once the employee refuses to 
return to his former l ine of progression, he 
forfeits recall rights under this provision. It is 
understood that a permanent promotion shall 
not include a temporary vacancy of any dura-
t ion, including those fi l led by seniority set-up, 
and the employee must be available and able 
to perform the job and progress in the line of 
progression. 
11 .Should it become necessary to implement this 
procedure consideration wi l l be given to min-
imizing the impact on remaining operations, 
and the Union agrees to cooperate w i th the 
company in placement of affected employees 
under the Long Term Layoff provision. 
12. Positions wi th in a classification for the pur 
poses of permanent promotion and seniority 
set-up wi l l be based on Mi l l Seniority. 
Department and Job Seniority w i l l be adjust-
ed accordingly. 
13. Employees displaced out of their jobs and into 
jobs w i th lower rates of pay by Long Term 
Layoff wi l l have their rate of pay reduced as 
fol lows: 
a. The employee's rate of pay wi l l be protect-
ed for a period of six (6) months beginning 
w i th the date he is placed in a lower rated 
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job, or until he is placed on a job with an 
equivalent or higher rate. 
b. If after six (6) months, the employee con-
tinues to be permanently assigned to a 
lower rated job, his protected rate will be 
reduced one half (1/2) of the difference 
between the rate of his former job and the 
rate of the job to which he is presently 
assrgned, for an additional period of up to 
six (6) months or until he occupies a job of 
equal or higher rate. 
c. After twelve (12) months the employee will 
receive the rate of the job he is actually 
performing. 
9. Recall 
Regular employees who are laid off because of 
lack of work, shall retain seniority equal to the 
period of the employee's mill seniority with a 
minimum of one (1) year up to a maximum of 
three (3) years. Laid off regular employees with 
recall rights shall be recalled in order of mill 
seniority for work available on starting jobs in all 
lines of progression providing they have the req-
uisite ability. 
The personnel office shall notify an employee laid 
off as outline in Paragraph 7 of any vacancy 
available in the mill for which the laid off employ-
ee has the immediate ability to fill and to which 
his seniority may entitle him. Notice wil l be 
given to the employee either in person, by 
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te lephone, or by cer t i f ied letter ( return receipt 
requested) sent to his last known address. The 
notif ied employee shall be given three {3) work-
ing days (working days of the Human Resources 
office which are Monday through Friday) after 
receipt of such notice to notify the personnel 
office that he desires to return to work, and seven 
(7) days after receipt of such notice to actually 
report to work unless this period is extended w i th 
the express permission of the personnel depart-
ment. The fact that a certif ied tetter is returned to 
the Company because it failed to reach the 
employee at his last address on record shall be 
taken as proof that the employee has failed to 
keep the Company advised of his current address, 
and he shall therefore forfeit his rights for rein-
statement. 
10. Reserves 
Department Reserves wi l l normally be used to 
assist operating crews, to improve the overall 
efficient operation and housekeeping of the 
department, and for temporary replacement on 
jobs in a crew, or, crews (subject to the provisions 
of the "Temporary Vacancies" section of this 
agreement). 
The number of Reserves in a department wi l l be 
determined by the company and may vary 
depending on production and scheduling require-
ments. Where a Reserve or Reserves are used in 
a department, the Reserve classification wi l l be 
considered the bottom job in the fine (or lines) of 
progression in that department. 
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In the event of 3 permanent vacancy in a tine of 
progression in a department in which there is 
more than one line of progression, the senior 
qualified Reserve in the department will have the 
option of permanent promotion into the vacancy. 
In the event the senior qualified Reserve declines 
promotion, the Company may then promote 
another qualified Reserve in the department, and 
in any event the least senior qualified Reserve 
must accept the promotion. Seniority determina-
tion for promotion will be made using the provi-
sions of this Agreement. 
SECTION IX 
GRIEVANCE PROCEDURES 
A grievance is defined as a complaint alleging 
violation of any of the terms of this agreement. 
The Union agrees to maintain during the term of 
this agreement a grievance committee who shall 
meet with representatives of the Company to set-
tle grievances. The committee shall be duly 
authorized and empowered at all times to repre-
sent employees and the Union in handling griev-
ances with the Company. When meeting with the 
company to settle grievances, the committee 
shall not exceed four (4) in number except in 
third step meetings in which the committee shall 
not exceed seven (7) in number. By mutual 
agreement between the parties, additional'. perr 
sons necessary to the proceedings may attend 
grievance meetings on a case by case basis; 
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The Company is agreeable to holding grievance 
meetings at mutually convenient t imes, normally 
during working hours. Employees whose pres-
ence at such meeting is necessary wi l l not suffer 
any loss in pay for regularly scheduled hours of 
work. 
The Company's Human Resources Manager shall 
be furnished w i th a list of union stewards, 
including the Presidents of the Union Locals and 
shall be given forty-eight (48) hours wr i t ten 
notice of any change therein. 
The fol lowing system shall be the exclusive 
method for the sett lement of all grievances 
claiming that the Company has violated this 
Agreement. The Union and the Company wi l l 
attempt to resolve the grievance at the lowest 
possible level in the organization. 
The settlement of such complaints or grievances 
shall be made in the fol lowing order and manner: 
Step 1 
The employee and/or his steward shall discuss 
his complaint w i th his immediate supervisor 
wi th in three (3) days fol lowing the date the inci-
dent occurred. If the employee was on an 
excused absence and he had no knowledge of it 
unti l his return to work, the three (3) day period 
shall begin on his first scheduled work day fol-
lowing the return from the absence. The supervi-
sor shall reply to the employee wi th in three (3) 
days of the date the complaint was brought to his 
attention. 
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Step 2 
An appeal of the supervisor's verbal answer may be 
made by reducing the grievance to writing on the 
1orm provided, signed by the employee, and trans-
mitting it to the supervisor for referral to the depart-
ment manager within five (5) days of the date the 
verbal answer was given. The department manager 
and/or his designated representative shall meet 
with the President of the Union Local involved, 
and/or his designated representative and the 
aggrieved employee at a mutually agreed to time 
and date within five (5) days of the date the written 
grievance was received. He shall give his written 
answer within five (5) days of the date of the meet-
ing. 
Should the department manager and/or his desig-
nated representative fail to conduct a meeting, or 
provide a written answer within the time limits stat-
ed above, the grievance is automatically appealed to 
Step 3 of this Procedure. Should this occur it wi l l be 
incumbent upon the Union to present this grievance 
to the Human Resources Manager prior to the next 
scheduled Third Step grievance meeting. 
Step 3 
An appeal of the department manager's answer 
must be made in writing to the Human Resources 
Manager within five (5) days of the date of the 
department manager's answer. Within ten {10) days 
of the date the appeal notice was received, discus-
sion of the appealed grievance shall take place at a 
meeting attended by the Human Resources 
Manager and/or his designated representative 
together wi th the International Union 
Representative and the Union grievance committee. 
The Human Resources Manager shall give his 
answer within ten (10} days of the date of the meeting. 
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Step 4 
If the Human Resources Manager's answer is 
unsatisfactory to the Union, the Union may 
appeal the grievance to an impartial arbitrator by 
having the International Representative notify 
the Human Resources Manager in wr i t ing wi th in 
fifteen (15) days. If proper notice is given, the 
Federal Mediation and Conciliation Service shall 
be asked to furnish the parties wi th a panel of 
seven (7) regular qualif ied arbitrators. Wi th in 
fourteen (14) days after receipt of the list of arbi-
trators, trie parties shall alternately strike one of 
the submitted names until one (1) name remains. 
The person whose name remains shall be the 
arbitrator. The decision of the arbitrator on all 
matters properly submitted to h im shall be f inal 
and binding on both parties to this agreement. 
The arbitrator's authority shall be limited to the 
terms of this Agreement or any wri t ten supple-
mental agreement. He shall have no authority to 
add to, take from, nullify or modify any terms of 
this Agreement or any wr i t ten supplemental 
agreement. In the event that the contract provi-
sion in question is ambiguous, unequivocal past 
practice may be used to resolve the issue. 
Mult iple issues may be arbitrated by the same 
arbitrator w i th the prior mutual consent of the 
Company and the Union. After the close of the 
hearing, the arbitrator shall render a decision in 
wr i t ing wi th in thirty (30) calendar days. Fees and 
expenses of the arbitrator shall be shared equal-
ly by the Company and the Union. The expense of 
any witnesses shall be paid by the party calling 
them, 
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If a grievance is not presented or appealed wi th-
in the t ime limits allowed or the extension of time 
as set forth below, it shall be deemed wi thdrawn 
and not subject to arbitration. If a reply to the 
Union's presentation of appeal of a grievance is 
not received on t ime, the appropriate representa-
tive of the Union may elect to appeal the griev-
ance wi th in the time specified. 
Any of the t ime limits provided in the second, 
third, and fourth steps of the foregoing grievance 
and arbitration procedures may be extended by 
mutual agreement of the Company and Union 
prior to the expiration of the t ime limit. "Days" in 
the grievance and arbitration articles shall mean 
calendar days, excluding Saturdays, Sundays and 
holidays. The t ime limits on the various steps of 
the grievance and arbitration procedure wi l l be 
suspended dur ing economic shutdowns and 
repair shutdowns. 
Discharge Questioned: 
If the Union claims that any employee has been 
discharged unjustly, it shall file such claim wi th-
in five (5) days after wri t ten notice of discharge, 
and the matter shall be considered as a grievance 
and handled as provided for in Section IX com-
mencing w i th Step 3. 
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SECTION X 
VACATIONS 
Vacation Eligibility: 
An employee who on the first day of January has 
been in the service of the Company continuously 
for the period specified below and who has com-
pleted one thousand forty (1040) hours of work 
the previous year shall be entit led to whichever 
of the fol lowing is applicable to h im: 
One (1) week after one (1) year of service, 
Two (2) weeks after three (3) years of service, 
Three (3) weeks after six (6) years of service, 
Four (4) weeks after twelve (12} years of service, 
Five (5) weeks after eighteen (18) years 
of service, 
Six (6) weeks after thirty (30) years of service, 
except for the calendar year in which the 
first, third, sixth, twelf th, eighteenth, 
and thirtieth employment anniversary 
date occurs in which instances eligibility 
for the additional week of vacation shall 
be on the employee's anniversary date. 
Time lost due to industrial accidents shall be 
counted in computing the required one thousand 
forty (1040) hours. 
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Vacation Scheduling: 
Except where otherwise agreed vacation prefer-
ence wi l l be based on mill seniority w i th in a line 
of progression for those employees making 
appl icat ion for vacat ion before March 1. 
Employees eligible for more than two (2) weeks 
vacation, who do not wish to take their vacation 
in consecutive weeks, wi l l be allowed to exercise 
their seniority for one (1) choice only. 
Vacation preference wil l be on a first come, first 
serve basis for those employees who make appli-
cation between March 1 and Apri l 1. After April 
1 management will schedule vacations to best 
suit the operation of the department concerned. 
After vacation periods are definitely determined, 
a list wi l l be posted not later than April 15. The 
Company shall make rules for the application of 
the vacation planning and may necessarily have 
to make revisions in such rules as it deems nec-
essary from t ime to t ime. 
Vacation must be taken in ful l week periods, 
which consists of seven (7) consecutive days, 
except as specified below. Vacations shall be 
scheduled from Monday to Monday. In case of a 
vacation shutdown period, all eligible employees 
except those required to work for necessary pro-
duction, maintenance, repairs, etc., may take 
their vacation (part or all as the case may be) dur-
ing that period. 
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Incremental Vacation: 
Employees w i th three (3) or more years of service 
w i th the Company may elect to take one (1) week 
of their vacation in one (1) day increments. 
Notice of intent to take one (1) week of vacation 
in this way must be given coincident wi th vaca-
tion scheduling. Scheduling of a day or days of 
incremental shall be in accordance w i th the pro-
visions of Section XI, Holidays, relating to the 
scheduling of floating holidays. A total of five (5) 
incremental vacation days wi l l constitute one (1) 
week of vacation for employees assigned to eight 
(8) hour shifts. A total of four (4) incremental 
vacation days wi l l constitute one (1} week of 
vacation for employees assigned to twelve {12) 
hour shifts. Incremental vacation wi l l be counted 
as time worked in computing weekly overtime. 
Vacation pay for incremental vacation days shall 
be included in the employee's regular pay check 
which is issued for the pay period in which the 
incremental vacation was taken. 
Vacation Pay: 
Vacation pay shall be equal to two percent (2%) of 
an eligible employee's earnings for the previous 
year or forty four (44) hours straight t ime pay for 
each week of vacation eligibility, whichever is 
greater. 
A. Termination of Employment: 
An employee who is eligible for a vacation 
earned during the preceding year and has not 
taken his earned vacation shall be paid his 
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earned vacation at the t ime of his termination 
of employment, and shall receive pro rata 
vacation pay of the current year's earnings. 
B. Vacation Pay Advance: 
Vacation checks are payable on the regular pay 
day preceding the vacation upon receipt of 
wr i t ten request from the employee at least two 
(2) weeks prior to the pay day preceding the 
vacation. 
C. General: 
1. In order to prevent an employee from suf-
fering a hardship, vacation pay for which 
the employee is eligible, may be granted in 
cases of absence due to extended illness, if 
so requested by the employee. 
2. Employees who are eligible for three (3) or 
more weeks of vacation may elect to take 
pay in lieu of vacation for a\\ weeks of vaca-
t ion over two weeks. Such election should 
be made known to the Company by Apri l 1 
of each year. In such cases payment wi l l be 
made wi th in thirty (30} days of notif ication. 
In order to receive pay in lieu of vacation at 
any t ime later in the year an employee must 
secure approval f rom the personnel 
department. 
Vacations are not accumulative from year to year. 
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SECTION XI 
HOLIDAYS 
The fol lowing shall be recognized as paid holidays: 
Memorial Day December 24 
July 4 December 25 
July 5 December 26 
Labor Day December 27 
Day after Labor Day Employee's Birthday 
Thanksgiving Floating Holiday 
Floating Holiday 
Al l regular employees shall receive a holiday 
al lowance equal to eight (8) hours regular 
straight t ime pay (excluding shift differential) for 
each of the above specified paid holidays when 
not worked provided: 
(a) That the employee has completed his 
probationary period prior to such paid 
holiday. 
(b) That the employee works his last sched-
uled shift before the holiday and his first 
scheduled shift after the holiday unless 
absence on either or both of these days is 
due to absence w i th the employer's per-
mission, bonafide illness, or sickness of a 
member of the employee's immediate 
family requiring his presence. (Such 
sickness and requirement must be 
proven, if requested.) 
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When a paid holiday falls during an employee's 
approved vacation period, he wi l l receive the 
eight (8) hours holiday allowance in addition to 
his vacation pay, 
No payment wi l l be made for holidays not worked 
to employees on leave of absence for any reason. 
If a holiday occurs during a period when an 
employee, who is otherwise eligible for holiday 
pay, is absent because of illness, accident or lay-
off he wi l l receive pay for such holiday when he 
returns to work, provided that the entire duration 
of this absence has not exceeded ninety (90) 
days. Payment of holiday pay under this provision 
shall be l imited to one (1) continuous holiday 
period. 
Employees who are required to work on any of 
the paid holidays and who fail to report to work 
shall forfeit all holiday allowance for the day 
unless legally excused. 
If an employee is temporarily set-up the last 
scheduled work day before or the first scheduled 
work day after a holiday, he shall receive the 
higher rate for his holiday allowance; however, 
an employee wi l l in any case receive the rate of 
the job he works on the holiday. 
In the event an employee works on December 24, 
25, and/or 26 he may elect to receive holiday pay 
for such day(s} or he may elect to forego his hol-
iday pay and take another day(s) off w i th pay dur-
ing the fol lowing calendar year. This day(s) w i l l 
be scheduled in accordance w i t h the Float ing 
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Holiday provis ion. Section XI of the Labor 
Agreement. The employee's birthday holiday 
shall be an optional work holiday. Employees 
who elect not to work shall be entit led to select 
one work day off during the month in which their 
birthday falls. Employees who do not elect a day 
off shall receive holiday pay for their birthdays in 
accordance wi th the provisions of this section. 
Employees who elect not to work on the floating 
holiday wi l l request a specific day to be off. 
Employees who are requesting a day or days off 
for a Floating Holiday, Birthday Holiday, Optional 
Day(s) (for working on December 24, 25, and/or 
26) and Incremental Vacation wi l l notify the 
Company no later than 7:00 a m , Thursday pre-
ceding the week in which the requested day or 
days off fall. The number of people in a classifi-
cation and in a line of progression or crew off at 
any one t ime wi l l be at the Company's discretion. 
In cases of conflict in scheduling, seniority shall 
prevail. 
For all shift employees working 12 hour shifts, 
Holiday pay wil l be eight (8) hours for the ten {10) 
designated holidays at the twelve (12) hour base 
rate, and twelve (12) hours for the two {2) 
Floating Holidays and the Birthday Holiday at the 
twelve (12) hour base rate. An employee working 
on a holiday wi l l be paid t ime and one half (1'/a) 
or double t ime (2x) at the eight (8) hour base rate 
for all hours worked on the holiday. In the case of 
Christmas deferrals, an employee working twelve 
hours wi l l receive a 12-hour scheduled day off in 
the next year. 
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SECTION XII 
OVERTIME 
1. Overtime shall not subject any employee to 
loss of t ime in order to keep wi th in the estab-
lished work week. 
2. Time and one-half wi l l be paid for all hours 
worked in excess of eight (8) hours wi th in a 
twenty-four (24) hour period, beginning at the 
start of a designated shift, or for any hours 
worked consecutively in excess of eight (8) 
hours, or for any hours worked in excess of 
forty (40) hours in any work week. 
3. Time and one-half wi l l be paid for hours 
worked on holidays as specified in this 
Agreement, w i th the exception of December 
24 and 25, which shall be paid at double t ime. 
The first eight (8) hours worked on a holiday 
shall be included in computing weekly over 
time. Holiday hours paid for but not actually 
worked shall be excluded in determining over 
t ime liability; however, holiday pay hours for 
employees who are scheduled off because of 
the holiday shall be considered t ime worked 
for the purpose of com-puting weekly over 
t ime. 
4. Overtime shall be paid on a daily or weekly 
basis, whichever is greater, but shall not be 
paid on both. Furthermore, overtime shall not 
be pyramided nor shall more than one basis of 
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calculating overtime be used to cover the same 
hours except as stated above in Paragraph 3 
of this section. 
Employees who work their regular twelve (12) 
hour schedule wi l l only receive weekly over 
t ime, i.e., 1 '/J X for hours in excess of 40 ; daily 
overtime wilf be paid for hours worked in 
excess of twelve (12). Al l overtime over twelve 
(12) hours in a day w i l l be paid at the eight (8) 
hour base rate. Also, all hours worked in 
excess of the normal twelve (12) hour weekly 
schedule wi l l be paid at the eight (8) hour base 
rate overtime rate. This means that weekly 
overtime w i l l be paid for hours worked in 
excess of 36 in the case of the normal 36 hour 
week. 
5. Overtime and extra work wilf be divided as 
equally as practicable among the qual i f ied 
employees wi th in a given classification. 
SECTION XIII 
HOURS OF WORK 
The established work week begins at 7.00 a.m. 
on Monday and ends 7:00 a.m. on the fol lowing 
Monday. For the purpose of computing overtime, 
the normal work week shall be forty (40) hours 
and the normal work day shall be eight (8) hours. 
This is not to be considered a guarantee of eight 
(8) hours a day or forty (40) hours a week. 
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For twelve (12) hour shift workers the established 
work week begins at 7:00 a.m. Monday and ends 
at 7:00 a.m. on the fol lowing Monday. For the 
purpose of computing overtime, the normal work 
week shall be thirty six (36) or forty (40) hours 
based on employees normal weekly work sched-
ule and the normal work day shall be twelve (12) 
hours. This is not to be considered a guarantee of 
twelve (12) hours a day or thirty-six (36) hours a 
week, or forty (40) hours a week, or forty-eight 
(48) hours a week. 
Under the present operating requirements the 
normal schedule for twelve (12) hour shif t work-
ers shall be organized into two (2), twelve (12) 
consecutive hour shifts as fol lows: 
DAY SHIFT - 7:00 a.m. to 7:00 p.m. 
NIGHT SHIFT - 7:00 p.m. to 7:00 a.m. 
Under the present operating requirements, the 
normal schedule for eight (8) hour shift workers 
shall be organized into three (3), eight (8) con-
secutive hour shifts as fol lows: 
First Shift 7:00 a.m. to 3:00 p.m. 
Second Shift 3:00 p.m. to 11:00 p.m. 
Third Shift 11:00 p.m. to 7:00 a.m. 
Under the present operating requirements the 
normal schedule for day workers shall be: 
7:00 a.m. to 11:00 a.m. 
11:30 a.m. to 3:30 p.m. 
OR 
7:00 a.m. to 11:30 a.m. 
12:00 noon to 3:30 p.m. 
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If operating requirements are such, day work 
schedules may be established for t imes other 
than those specified above and a thirty (30) 
minute unpaid lunch period wi l l be part of any 
newly established schedules. 
The t ime for the start of any employee's shift may 
be changed at any t ime by management upon 
notification to the employee before the end of his 
regular shift, or sixteen (16) hours prior to the 
start of his new shift. In this event, the provision 
of the call t ime section shall not apply. 
Any change in the schedule for day workers shall 
be posted not later than Thursday noon of the 
previous week. 
Changes in shift workers' schedules which are 
known to management by Thursday noon of the 
previous week wi l l be posted. Nothing in this 
paragraph is to be construed as interfering w i th 
Managements right to reschedule pursuant to 
the preceding paragraph of this same section. 
Any worker required to work on his off-day wi l l 
not be required to lose this t ime later in the week 
to hold his t ime wi th in forty (40) hours. In the 
event of shutdowns, either partial or total, the 
Company reserves the right to reschedule the 
workers. 
Each worker shall be in his place ready to begin 
work at his designated starting t ime. If an 
employee reports late for work, (i.e. at any t ime 
after the scheduled start of his work period) he 
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may not be permitted to work his scheduled work 
period. Employees are not al lowed to be on the 
job earlier than fifteen (15) minutes before their 
starting t ime. 
It is the duty of each worker to report for his des-
ignated shift unless he has already arranged for 
a leave of absence. If unavoidably prevented from 
reporting, a shift worker shall give his foreman at 
least four (4) hours notice before his designated 
starting t ime. A day worker shall give his fore-
man at least two (2) hours notice before his des-
ignated starting t ime. If an employee leaves work 
during his shift, that employee wi l l be required to 
notify the Company if he is not going to return to 
work on his next scheduled shift. After a worker 
has been absent from work for one (1) day, at 
least four (4) hours notice shall be given prior to 
the beginning of the period in which he intends 
to resume duty. After an absence of more than 
one (1) day, at least sixteen (16) hours notice 
shall be given prior to the beginning of the peri-
od in which he intends to resume duty. Any 
absentee who reports to work after failure to give 
notice may be returned home for the day without 
pay. 
At the end of the shift, no shift worker shall be 
considered properly relieved until his relief has 
reported to take on the responsibility of the posi-
t ion. If a shift worker's relief does not report for 
his regular shift, the shift worker shall notify the 
department superintendent or foreman. He shall 
then remain at his post until a substitute is 
secured and, if necessary, he shall work an extra 
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shift. However, when an employee has com-
pelling personal reasons for being relieved, such 
as sickness in the family or other reasons of sim-
ilar nature, he w i l l be relieved at the discretion of 
his foreman. Abuse or misuse of this privilege by 
the employee may result in disciplinary action. 
It is recognized that employees may swap shifts, 
or parts of shifts, by mutual consent wi th the 
approval of the employee's immediate supervisor. 
It is understood that shift swapping w i l l not oblig-
ate the Company for any additional overtime. If 
permission to swap is refused by the supervisor, 
the employee may immediately appeal to his 
supervisor's superior. 
Except in cases of emergency, as defined by con-
tract, employees shall not be required to report to 
work prior to their regularly scheduled starting 
t ime if they were sent home prior to the comple-
tion of a scheduled double shift the day before. 
Where the terms "Normal Schedule" and 
"Regular Schedule" are used in the document, 
they are understood to mean the employee's 
work schedules exclusive or vacancy f i l l ing, 
meetings, or other similar occurrences. Nothing 
in this provision changes or restricts the 
Company's right to change work schedules in 
accordance wi th other provisions of this section. 
Employees wi l l not be required to work more 
than sixteen (16) hours in any twenty-four (24) 
hour period except in cases of emergency as 
defined by contract. 
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AVAILABILITY OF EMPLOYEES 
In order to conform wi th established policies and 
procedures, the Company often must contact 
employees whi le they are off duty. This requires 
that employees provide adequate means for 
being contacted by the Company. Each employee 
is urged to have a personal telephone available. 
When the Company makes an effort to reach an 
employee by telephone or the employee does not 
have a telephone and contact cannot be made, all 
rights of the employee which depend upon the 
ability of the Company to contact him are can-
celled. 
SECTION XIV 
WAGES 
1. A copy of the basic hourly wage rate schedule 
attached {Appendix "A") constitutes and forms 
a part of this Agreement. The schedule shall 
remain in effect throughout the life of this 
Agreement. 
The parties recognize the principle of cost neu-
tral as a basic consideration in twelve (12) 
hour shifts. Therefore, the regular rate for 
twelve (12) hour shifts wi l l be 97.73% of the 
established rate for eight (8) hour shifts. The 
eight (8) hour rate wi l l be referred as the 
"eight (8) hour base rate" (8HBR), and the 
twelve (12) hour rate w i l l be referred to as the 
"twelve (12) hour base rate" (12HBR). 
Negotiated pay rate increases wi l l be applied 
to the 8HBR. A l l hours worked in a regular 
twelve (12) hour shifts schedule w i l l be paid at 
the 12HBR. 
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2. When major changes are made in the plant 
which create new jobs or substantially change 
the duties of existing jobs, management wi l l 
evaluate the job and inform the Union con-
cerned of the new rate or rates wi thout delay. 
The Union, if not satisfied wi th the new rate, 
may negotiate the rate wi th management. If no 
satisfactory rate can thus be established, the 
rate proposed by management wi l l be put into 
effect subject to further discussion at the next 
contract negotiation, in a separate discussion 
from other adjustment requests, and any 
changes agreed upon shall be retroactive to 
the date of the job changes which occasioned 
the rate adjustments. 
3. An employee temporarily set-up to a higher 
rated job for one (1) hour or more wi l l be paid 
the rate which has been established for the 
higher rated job, 
An employee assigned to a job carrying a 
higher rate of pay, but who requires a training 
period on such job under the supervision of 
another operator, wi l l not receive the estab-
lished rate for the job until he/she is able to 
take over the job and fi l ls the job by himself. 
Any employee temporarily assigned for the 
Company's convenience to a job bearing a 
lower rate shall receive the rate of his regular 
job during such temporary assignment. An 
employee who is offered and accepts a lower 
rated job when work is not available on his 
regular job shall receive the rate of pay estab-
lished for the lower rated job. 
4 . The matter of wages is not to be a subject of 
arbitration. 
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SECTION XV 
REPORT TIME 
Employees reporting for work on their regular 
schedule, and not previously notified that work 
will not be available, will receive a mtnimum of 
four (4) hours for eight (8) hour shifts, or six (6) 
hours for twelve (12) hour shifts, at their straight 
time rate, or paid for the hours worked whichev-
er is greater. In case of breakdown of production 
equipment, power failure, or acts of God, report 
time will not be paid. 
SECTION XVI 
CALL TIME 
When employees are called to work at a time 
other than their regular reporting time, and after 
having clocked out, they shall be paid two (2) 
hours plus one and one-half times their straight 
time rate for all hours worked but in no event will 
less than four (4) hours at the straight rate be 
paid. Call time will not be paid in cases where a 
job or a vacancy is made known to the employee 
before he is released from work, or when he has 
been given 16 hours notice. 
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SECTION XVII 
SHIFT DIFFERENTIALS 
The shift differential in effect shall be as follows: 
Twenty-five ($.25) cents for the 2nd shift 
and forty {$.40) cents for the 3rd shift. 
For employees working twelve (12) hours the last 
four (4) hours on the day shift and the first four (4) 
on the night shift wi l l be paid at the 2nd shift rate, 
and last eight (8) hours on the night shift wi l l be 
paid at the 3rd shift rate. 
SECTION XVIII 
MACHINE CLOTHING AND WIRE CHANGE 
Any production employee actually engaged in work 
from the refiners to the winder during a wire or 
clothing change at a time other than his regular 
shift shall receive three (3) hours wire time, plus 
time and one-half for all hours worked on the wire 
or clothing change outside his regular shift. 
Employees who are eligible to receive payment of 
wire time, and who are working their regularly 
scheduled day shift {7:00 a.m. - 7.00 p.m.) wi l l 
receive three (3) hours wire time pay for a 
wire/clothing change which takes place between 
3:00 p.m. - 7:00 p.m. 
Any time paid under this provision shall not be used 
in the computation of weekly overtime. 
A machine crew held over at the end of their regu-
larly scheduled shift to restring the wire wil l receive 
no less than two {2) hours pay at time and one-half. 
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SECTION XIX 
LEAVE OF ABSENCE 
In conformance with the Company's policy 
regarding leaves of absence, employees may 
request in writing a leave of absence up to sixty 
160} days without prejudice to seniority rights. 
Copies of all approved leaves of absence and 
extensions of such shall be furnished to the prop-
er Union Local. 
In the event that the International requires the 
service of any employee for the purpose of work-
ing for the International, a leave of absence will 
be granted to not more than two (2| employees 
upon written request from the International. 
Such requests must be received prior to the post-
ing of the weekly work schedule for the week the 
leave is to begin. Leaves will extend for a mini-
mum of thirty (30) days and for a maximum of 
one (1) year with a one (1) year extension per-
mitted. While on such leave of absence the 
employee waives all rights to benefit insurances, 
but continues to accrue seniority up to a maxi-
mum of the two (2) years leave. 
Should a permanent promotion become available 
when an employee is on such leave for the 
International Union, he shall be notified of same. 
If he does not elect to accept the promotion, the 
man who goes ahead shall forever remain ahead. 
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Local Union officials shall be allowed a reason-
able amount of t ime off f rom work when neces-
sary to attend Local Union business functions 
which are held off Company premises during 
their working hours. The Company wi l l also con-
tinue the practice of al lowing Union officials and 
members t ime off from work to attend Union con-
ventions and seminars provided proper request 
and timely notice is given to the Company. 
SECTION XX 
LEAVE FOR MILITARY SERVICE 
It is the policy of the Company to ful ly comply 
w i th the letter and intent of all laws and regula-
tions concerning the rights and privileges of 
employees w h o leave positions to enter upon 
active duty in the armed forces of the United 
States. 
Employees who are members of the National 
Guard or a Reserve Unit of the Armed Forces of 
the United States who are required to attend field 
training exercises as members of an organized 
unit shall be granted t ime off for this purpose. A 
regular employee wi l l receive the difference 
between the pay received f rom the Government 
and his regular straight t ime pay for the same 
period of t ime not to exceed sixteen (16) consec-
utive days. However, pay received from the 
Government for those days the employee would 
otherwise have been scheduled off w i l l be 
excluded from this computation. 
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SECTION XXI 
MEALS 
Employees who work schedules which do not 
include an unpaid lunch time will be allowed 
time to eat their meals. These employees will not 
suffer any loss of pay due to eating their meals. 
SECTION XXII 
BULLETIN BOARDS 
A bulletin board will be furnished to each Union 
Local for posting official Union notices. The 
boards shall not be used for materials of a con-
troversial, political, or advertising nature. 
SECTION XXIII 
DISCIPLINE OF EMPLOYEES AND RECORD OF SAME 
If the employee to be disciplined is called in for 
questioning during an investigation, he shall be 
accompanied by a Union representative. When a 
statement against an employee is to be entered 
into the personnel record of the employee, the 
Company will furnish the employee with a copy 
of same and requrre him to sign the original of 
such copy, indicating that he has acknowledged 
receipt of same, but such signature ts not admis-
sion of guilt. 
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The appropriate Local Union president wi l l be fur-
nished a copy of such disciplinary statement, 
The employee acknowledging receipt of the rep-
rimand may institute grievance proceedings, and 
should the employee concerned be found to have 
been unjustly reprimanded, all records of such 
reprimand shall be removed from the personnel 
record. Reprimands wi l l not be considered a part 
of an individual's permanent record after one (1) 
year and such reprimands shall be returned to 
the employee at the end of one (1) year, if so 
requested by the employee or the Union. 
SECTION XXIV 
COMPANY RULES 
Company rules include but are not l imited to 
those listed in APPENDIX " D " of this Agreement. 
Reasonable changes or additions to these rules 
may be made from time to time and the Company 
shall notify the Union of same prior to the not i f i -
cation to all employees. By the publishing of 
these rules and notification of changes and addi-
tions, it shall be considered that employees wi l l 
have complete knowledge of the rules. The 
employees shall abide by the Company's rules 
and practices; however, the Union may question 
the reasonableness of any new rule. 
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SECTION XXV 
MISCELLANEOUS 
The Company shall have the right to enter into 
agreements w i th independent contractors to per-
form maintenance, construction, or service work. 
The above supersedes al l Supplemental 
Agreements, position statements, prior under-
standings wr i t ten or oral, grievance answers or 
arbitration awards, or any other source related to 
contracting of work. 
When Mi))-site maintenance, construction work, 
or service work is contracted out, the Company 
wi l l notify the Union in accordance w i th provi-
sions contained in the Summary. In those 
instances when the Company has previously 
notif ied the Union of recurring work, subsequent 
notification is not required. No regular mainte-
nance employee wi l l be laid off or have his regu-
lar classified rate reduced as a result of subcon-
tracting. 
Supervisors wi l l not perform work customarily 
performed by members of the Mil l Bargaining 
Unit, except for instruction and protection of 
Company property and employee's safety. 
Students who may be employed during the sum-
mer months shall not accrue seniority nor wi l l 
they be employed in such a way as to deprive 
regular employees of overt ime who are working 
56 
in the same classification as the student, if said 
regular employees in the same classification 
want the overtime. Students will not deprive reg-
ular employees of recall or promotional rights. 
The Company will provide the appropriate Local 
Union Presidents with a list of the names of stu-
dents employed in their respective areas. 
Students will not be set-up more than one job 
above Reserve. 
Meetings: Employees may be scheduled in on 
their off days for meetings, training, etc. Where 
possible, scheduling employees who are on their 
long breaks should be avoided. Regular depart-
ment safety meetings will continue to be held as 
they are now. 
The following guidelines are intended to cover 
those situations where an employee is scheduled 
to attend a meeting or a training activity at a time 
other than during the course of his/her sched-
uled shift. The intent of these guidelines is to 
insure than an employee will not lose time from 
his regular schedule due to attendance at a 
meeting or training. 
The following cases illustrate the most common-
ly occurring examples. Cases not specifically cov-
ered by these examples should be handled con-
sistent with the example: 
1. Meeting occurring either before or after the 
employee's scheduled shift which are four 
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(4) hours or less. The employee will be paid 
time-and-one-half (1 '/i) at the eight (8) hour 
rate for the actual time of the meeting. 
These meetings cannot exceed four (4) 
hours in length, and scheduling after a 
twelve (12) hour shift is discouraged. An 
exception to this is Safety Meetings. 
2. Meetings scheduled on the employee's off 
shift: Will be paid at a minimum of four (4) 
hours straight time at the eight (8) hour 
rate, or the actual time of the meeting at 1 % 
x at the eight (8) hour rate, whichever is 
greater. Time-and-one-half (V/i) will be 
paid providing the employee works his reg-
ular schedule for that week. Payment under 
this example is not the same as Report 
Time. 
3. Meetings scheduled prior to or following a 
scheduled 12 hour shift where the meeting 
is eight (8) hours or more in duration: If the 
employee is scheduled to work the 7pm -
7am shift prior to the meeting, he will not 
work his scheduled night shift, and he will 
receive twelve (12) hours pay at the 12 hour 
rate for attending the meeting. If the 
employee is scheduled to work the 7pm -
7am shift the night following the meeting, 
he will be given an eight (8) hour break 
between the end of the meeting and his 
reporting for his shift. This may mean, 
therefore, that he might report for his regu-
lar shift at 11pm instead of 7pm. In this 
case, he will be paid twelve (12) hours at 
the 12 hour rate for his regular shift. 
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Meetings scheduled for the entire week: 
The employee's work schedule will be 
changed for the week, and he wil) be paid 
for the time he actually attends 
meetings/training, etc. However, he will be 
given the opportunity to work sufficient 
overtime to insure no loss of earnings had 
he worked his regular shift. 
NOTE-. 
. When an employee is given the opportunity 
to work overtime to insure no loss of earn-
ings, the overtime work will be related to 
the meeting, or to a training activity. The 
employee will not perform "extra work" in 
his department. 
Meetings scheduled for less than a full 
week, but for more than one day will be 
scheduled and paid consistent with the 
above. 
An employee scheduied for a fu)J week 
meeting/training will not be eligible to fill 
vacancies during that week. 
SECTION XXVi 
FUNERAL LEAVE 
In the event of a death in the immediate family of 
a regular employee, the employee will be com-
pensated at eight (8) hours regular straight time 
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rate of pay or twelve (12) hours at the twelve (12) 
hour base rate for each scheduled day of work 
lost up to the maximum number of consecutive 
days as follows: 
Maximum Days of Pay 
a) 5 Consecutive Days - Death of spouse, chil-
dren, stepchildren living in household of 
the employee, and legally adopted children 
will have the same status as children relat-
ed by blood. 
b) 3 Consecutive Days - Death of father, 
mother, brother, sister, father-in-law, 
mother-in-law, step-mother and step-
father, grandfather, grandmother, spouse's 
grandfather and spouse's grandmother. 
c) 1 Day - Death of grandchildren, brother-in-
law and sister-in-law. Brother-in-law and 
sister-in-law are defined as: the spouse of 
an employee's brother or sister and/or the 
brother or sister of an employee's spouse. 
For the computation of pay for the maximum days 
shown in cases "A" or "8 " , the two (2) days pre-
ceding the funeral, the day of the funeral and the 
two (2) days after the funeral are the only days to 
be considered. In case "C" above, only the day of 
the funeral is to be considered. Time paid for 
while on funeral leave will not be counted as 
hours worked for computing overtime. 
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Funeral leave pay wi l l not be payable if any of the 
days lost falls wi th in an employeeis approved 
vacation period or leave of absence. No 
allowance wi l l be granted in the case where 
because of distance or other cause the employee 
does not attend the funeral of the deceased. The 
Company may require proof of death and rela-
t ionship before making such payments. 
SECTION XXVII 
EMPLOYEE BENEFITS 
A pension plan and insurance plans which are 
described in other booklets and documents are 
incorporated by reference into this Agreement 
and wi l l not be changed during the term of the 
Agreement. 
SECTION XXVIII 
PROVISIONS OF SECTIONS FOUND TO BE IN CONTRA-
VENTION OF LAW 
If any provision or section of the Agreement is in 
contravention of the laws or regulations of the 
United States, or of the state of Alabama, such 
provision shall be superseded by the appropriate 
provisions of such law or regulations, so long as 
same is in force and effect, but all other provi-
sions of the Agreement shall continue in ful l 
force and effect. 
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SECTION XXIX 
DEFINITIONS 
EMERGENCY WORK: Emergency work is work 
that can be neither anticipated or postponed, 
such as unforeseen breakdown which wi l l cause 
loss in production or endanger life or property. 
SECTION XXX 
JURY DUTY 
When a regular employee is called upon to serve 
on a jury, he shall receive the difference between 
the amount received for such jury duty and the 
rate he would have received on his regular 
scheduled job at straight t ime (twelve (12) hour 
base rate) provided the employee notifies his 
supervisor so that necessary arrangements can 
be made. 
Hours paid for but not worked wi l l not be used in 
the computation of weekly overtime. 
If an employee is scheduled to work the 11:00 
p.m. to 7:00 a.m. (7:00 p.m. to 7:00 a.m.) shift on 
the night before he reports for jury duty, he wi l l 
be excused from work that night. His pay wi l l be 
computed as outlined above. 
Employees seeking re imbursement under this 
article must present proof of hours served on 
jury duty or under subpoena and compensation 
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received f rom the court in connection therewi th. 
This section shall also apply in the event an 
employee is subpoenaed to appear as a witness 
in a court case, but shall not apply to defendant's 
in civil or cr iminal cases. 
SECTION XXXI 
PLANT VISITATIONS 
Local and International Union Officials shall be 
permitted to visit the mil l upon request to the 
Human Resources Manager whenever the busi-
ness of the Union shall require their presence, 
provided that such visits are not abused and they 
do not interfere wi th production or with employ-
ees whi le at work. 
SECTION XXXII 
JOB BID AND TRANSFER PROCEDURES 
Excluding Multicraft Mechanic and Mechanic 
classifications, job vacancies occurring in a non-
progressional or reserve classification shall be 
posted on the bulletin board Wednesday for a 
period of five (5) scheduled production days, 
excluding Saturdays, Sundays, and Holidays. 
Where there is no Reserve classification in a line 
of progression, the bottom job in the line shall be 
posted. The number of anticipated vacancies 
shall be included on the posted notice. 
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A lock box and appropriate forms will be placed in 
the employee entrance way. An employee wish-
ing to submit a bid will complete the appropriate 
form and put it in the lock box. The personnel 
department will pick up such submitted bids from 
the lock box. 
When bidding employees are relatively equal in 
ability and qualifications the senior bidding 
employee (Mill Seniority) shall be awarded the 
position vacancy. The employee may return at his 
option to his former position within fifteen {15) 
working days {ten (10) working days for employ-
ee working 12-hour shift schedule) from the date 
of his transfer. The employee may be returned by 
the Company to his old position because of 
demonstrated ineptitude within thirty (30) days. 
If an employee's bid is accepted, the employee 
will be transferred to the new position within ten 
(10) calendar days from the date the job is award-
ed. Bid acceptance will be indicated by posted 
award. Bid acceptances will be limited to one (1) 
every six (6) months unless the six (6) month lim-
itation is waived by mutual consent of the parties 
to this Agreement. 
The six (6) month bidding limitation shall not, 
however, restrict an employee's right to bid for a 
new position classification that has not been pre-
viously established in schedule "A". 
When the Company determines that a vacancy 
in the maintenance training program exists, it 
shall post a notice of transfer opportunity to the 
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maintenance training program which shall 
include the number of anticipated vacancies. The 
qualifications and abilities for entry, progression, 
and completion of the training program shall be 
determined by the Company. 
The Company shall be entitled to select the most 
qualified applicant' however, where qualifica-
tions and ability are relatively equal, the senior 
employee (mill seniority) shall be awarded the 
training position. Qualified employee-applicants 
shall be awarded these vacancies prior to hiring 
from the outside. 
An employee moving from one job or department 
to another shall begin to acquire job and/or 
department seniority after he qualified on the job 
(30 days). An employee shall not hold seniority in 
more than one job or department. If the vacancy 
cannot be filled by the above procedure or there 
are no qualified bidders or applicants, the 
Company may fill the vacancy at their discretion. 
SECTION XXXIll 
MANAGEMENT RIGHTS 
The Union agrees that unless specifically 
abridged by this Agreement, the Company shall 
be vested solely with all the rights it had prior to 
the signing of this Agreement, including the 
management of the business, th$ direction of the 
working force, the right to hire, plan, direct and 
control all plant operations; the right to establish, 
change or introduce new of improved methods or 
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facilities; the right to promote, demote, layoff, 
assign or transfer, discipline, or discharge for just 
cause, but not to the exclusion of other rights 
which are not specifically enumerated but nor-
mally belong to and are inherent to management. 
This clause shall not be used to discriminate 
against any employee's rights under this 
Agreement. 
SECTION XXXIV 
PRODUCTIVITY AND CREW CONCEPTS 
The Productivity and Crew Concepts are designed 
to improve the efficiency and productivity of the 
Courtfand Mill. By being more efficient and com-
petitive, the job security of alt employees is 
enhanced. 
It is understood that the elements of this concept 
will supersede any rule, commitment, under-
standing, grievance settlement or arbitration 
award in conflict with this article except those 
enumerated in the Labor Agreement. 
1. It is not the intent of this concept to destroy 
traditional job duties or job classifications and 
it is generally recognized that an employee can 
work more satisfactorily on the type of work 
identified within his classification. However, 
in order to achieve maximum efficiency of 
operations an employee occupying a classifi-
cation other than a Reserve position may be 
assigned to another progression line or depart-
merit if his job is not operating, provided he 
does not displace another employee. Reserve 
employees may be assigned to work in any 
progression line or department if needed. 
Production employees and maintenance 
employees wi l l be expected to assist each 
other. 
2. Al l bargaining unit employees wi l l perform 
adjustments, repairs, or other work of a main-
tenance nature of which they are capable of 
safely performing. This is intended to more 
effectively utilize the capabilities of production 
employees and al low Maintenance Mechanics 
to concentrate on the tasks where their skills 
are most needed. 
3. The operational areas of the Mi l l are assigned 
along functional lines and are staffed by crews 
whose primary function is to work as a team 
assisting each other in accomplishing their 
assigned tasks and responsibilities. Team 
members are trained in various operational 
duties and tasks wi th in their department or 
line of progression to enable them to assist 
each other and work as a team Functions of 
the operating crew may include inspections 
and testing. As operating conditions warrant, 
employees may be given temporary assign-
ments which are customarily performed by 
employees in higher or lower classifications. It 
is understood that when such assignments are 
performed, employees wi l l not receive an 
increase or decrease in rate of pay. Employees 
scheduled or setup to a higher rated classifi-
cation wi l l be paid such higher rate. 
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SECTION XXXV 
SCOPE OF AGREEMENT 
This agreement contains the full and complete 
agreement on all bargaining issues between the 
parties. 
Any side agreement, memoranda of understand-
ing, other agreements, written or oral, which are 
not incorporated into this agreement are null and 
void. 
There are and shall be no other agreements 
except as enumerated herein, or as may be 
agreed upon during the contract term of this 
agreement. Any such agreements that are made 
during the contract term shall be reduced to writ-
ing and executed by the parties. 
SECTION XXXVI 
TRAINING 
In furtherance of the principles set forth in 
Section II, there is a mutual recognition of the 
on-going need for training on both new and exist-
ing equipment and processes and a pledge of 
cooperation to that end. Training will benefit the 
employees, the Union and the Company. The 
Company commits itself to the resources neces-
sary to support that effort and the Union and the 
employees commit themselves to encourage, 
participate, and cooperate in that effort. 
Employees will be expected to be trained, and 
will be allowed to act as resources, trainers, and 
coordinators. 
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The intention of the training process is to refresh 
current skills, acquire new skills, and bring those 
skills to the job. * 
Tests may be administered to demonst ra te 
whether ski l ls have been acquired a n d / o r 
retained, and to evaluate the effectiveness of the 
training process. Test results wi l l not be used to 
disqualify or promote/demote employees, to 
evaluate job performance, or as evidence in dis-
ciplinary action, 
Where commitments to seniority have been 
made in the collective bargaining agreement, 
they wi l l not be by-passed. 
SECTION XXXVII 
PAYROLL DEDUCTION OF UNION DUES 
The Company wi l l deduct f rom the pay of any 
Union member covered by this Agreement upon 
said member's wr i t ten request his Union init ia-
t ion fee and current monthly dues. AM monies 
deducted by the Company in accordance wi th this 
section w i l l be remitted monthly to the f inancial 
secretary of the appropriate Signatory Union 
Local w i th an itemized statement in duplicate of 
the deductions covered by such remittance. The 
Unions who are parties to the Agreement agree 
to indemnify the Company and hold harmless 
from and against any and all loss or damage that 
may be incurred by the Company by reason of 
making such deduction and remittances. 
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Such authorization for deductions shall be made 
on the form indicated below: 
I hereby voluntarily assign to my Local Union 
affiliated with the United Paperworkers 
International Union from any wages earned or to 
be earned by me, the amount of my monthly 
membership dues in said Union, 
I authorize and direct my employer to deduct 
such amounts from pay each month and to remit 
the same to the order of the financial secretary of 
my Local Union in accordance with the terms of 
this Agreement. 
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This assignment, authorization and direction 
shall be irrevocable for a period of one year from 
the effective date of the Agreement , or until the 
termination date of said Agreement, whichever 
occurs sooner; and further agree and direct that 
this assignment, authorization and direction shall 
be automatically renewed and shall be irrevoca-
ble for successive periods of one year each or for 
the period of each succeeding applicable collec-
tive bargaining Agreement w i t h the Union 
whichever shall be shorter, unless wri t ten notice 
is given by me to the Company and the Union not 
more than thirty (30) days or less than ten (10) 
days prior to the expiration of each period of one 
(1) year or of each applicable collective bargain-
ing Agreement, whichever occurs sooner. 
Date. 
Name 
SECTION XXXVIII 
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In witness whereof, the Company and the Union 
have caused this Agreement to be executed. 
Signed by the following: 
CHAMPION INTERNATIONAL 
COURTLAND MILL 
COURTLAND, ALABAMA 
eft 
William C. Bannan 
Vice President 
Operations Manager 
Charles W. Adams, Manager 
Labor Relations 
David G. Burton, Manager 
Human Resources 
Scott Lipinski, Manager 
Human Resources and Development 
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UNITED PAPERWORKERS 
INTERNATIONAL UNION, AFL-CIO 
Emory V. Bamette 
International Representative 
Danny R. Morris, President 
Local #193 . 
Dennis R. Smith 
Local #193 
_Mu</mj. 7Y\cv?ov-> 
Donnie L. Mason 
Local #193 
Darrell W. Fuller, President 
Local #1137 
William T. Peck 
Local #U3Xf , 
Lawrence H. Gill 
Local #1137 
Joe E. Marshall, President 
Local #1161 
Michael B. McCreless 
Local #1161 
Gordon Crawford 
Local #1161 
FIBER PREP 
FPC3 Operator Coordinator 3 23 05 
FPC2 Operator Coordinator 2 22 35 
FPC1 Operator Coordinator 1 21 59 
FPA4 Barge Chip 21 59 
FPA3 A Operator 3 20 67 
FPA2 A Operator 2 19 77 
FPA1 A Operator 1 19 00 
FPB3 B Operator 3 17 37 
FPB2 B Operator 2 16 33 
FPB1 B Operator 1 15 27 
FPD3 C Operator 2 1413 
FPD2 C Operator 1 13.44 
RV98 Reserve 12.91 
PULP MANUFACTURING - FIBER LINE 
APPENDIX "A" - 8 HOUR SHIFTS 
Rates effective Monday closest to December 15 
1995 1996 1997 1998 1999 2000 
FL01 Crew Leader 
FL02 First Asst Operator A 
FL03 First Asst Operator B 
FL04 First Asst Operator C 
FL05 Second Asst Operator 
FL06 Third Asst Operator 
FL07 Third Asst Operator 8 
FLOS First Pulp Asst A 
FL09 First Pulp Asst B 
FL10 Utility 
RV98 Reserve 
23.22 
22.46 
22.28 
22.14 
21.39 
21.28 
20.94 
17.79 
17.36 
13.30 
12.91 
23.74 
23.02 
22.24 
22.24 
21.29 
20.36 
19.57 
17.89 
16.82 
15.73 
14.55 
13.84 
13.30 
23.92 
23.13 
22.95 
22.80 
22.03 
21.92 
21.57 
18.32 
17.88 
13.70 
13.30 
24.45 
23.71 
22.90 
22.90 
21.93 
20.97 
20.16 
18.43 
17.32 
16.20 
14.99 
14.26 
13.70 
24.63 
23.83 
23.64 
23.49 
22.69 
22.58 
22.22 
18.87 
18.42 
14.11 
13.70 
25.19 
24.42 
23.59 
23.59 
22.59 
21.60 
20.76 
18.98 
17.84 
16.69 
15.44 
14.69 
14.11 
25.37 
24.54 
24.35 
24.19 
23.37 
23.25 
22.88 
19.44 
18.97 
14.53 
14.11 
25.94 
25.18 
24,30 
24.30 
23.26 
22.25 
21.38 
19.55 
18.38 
17.19 
15.90 
15.13 
14.53 
26.72 
25.91 
25.03 
25.03 
23.96 
22.92 
22.03 
20.14 
18.93 
17.70 
16.38 
15.58 
14.97 
26.92 
26.04 
25.83 
25.67 
24.80 
24.67 
26.13 
25.28 
25.08 
24.92 
24.07 
23.95 
23.57 24,28 
20.02 20.62 
19.54 20.12 
14.97 15.42 
14.53 14.97 
2001 
27.12 
26.30 
25.40 
25.40 
24.32 
23.26 
22.36 
20.44 
19.21 
17.97 
16.63 
15.81 
15.19 
27.32 
26.43 
26.22 
26.05 
25.17 
25.04 
24.64 
20.93 
20.43 
15.65 
15.19 
PULP MANUFACTURING CHEMICAL LINE 
1995 1996 1997 
CL01 Crew Leader 23.22 23.92 24,63 
CL02 first Chemical Ass! Operator A 21.18 21.92 22.58 
CL03 First Chemical Asst Operator B 19.31 19.89 20.49 
CL04 First Chemical Asst 17.10 17.61 18.14 
CL05 Second Chemical Asst A 16.76 17.26 17.78 
CL06 Second Chemical Asst B 16.53 17.03 17.54 
CL07 Second Chemical Asst C 16.42 16.91 17.42 
RV98 Reserve 12.91 13.30 13.70 
TO06 Tall Oil Operator 16.53 17.03 17.54 
RECOVERY AND UTILITIES - LOW PRESSURE 
LP01 Process Coordinator 24.60 25.34 26.10 
LP02 Field Coordinator 2 24.09 24.81 25.56 
LP03 Field Coordinator 1 23,58 24.29 25.02 
LP04 System Control Operator 2 23,06 23.75 24.46 
LP05 System Control Operator 1 22.81 23.49 24.20 
LP06 Recovery Boiler Operator 22.29 22.96 23.65 
LP07 Evaporator Operator 22,04 22.70 23.38 
LP08 Treated Water Operator 21,01 21,64 22.29 
LP09 Power Boiler Operator 19,99 20.59 21.21 
LPIO Recovery Boiler Field Oper #3 17.95 18.49 19.04 
LP11 Recovery Boiler Field Oper #2 17.20 17.72 18.25 
LP12 Recovery Boiler Field Oper #1 16.45 16.94 17,45 
LP13 General Processor 13,01 13.40 13.80 
RV98 Reserve 12.91 13.30 13,70 
1998 1999 2000 2001 
25.37 
23.25 
21,10 
18.69 
18,31 
18.06 
17.94 
14.11 
26.88 
26.32 
25,77 
25.20 
24.93 
24.36 
24.08 
22,96 
21.84 
19.61 
28.79 
17.98 
14.22 
14.11 
26.13 
23.96 
21.73 
19.25 
18.86 
18.60 
18,48 
14.53 
26.92 
24.67 
22.39 
19.82 
19.43 
19.16 
19.04 
14.97 
27.32 
25.04 
22.72 
20.12 
19.72 
19.45 
19.32 
15.19 
18,06 18.60 19-16 19.45 
27.69 
27.11 
26.54 
25.95 
25.67 
25.09 
24.81 
23.65 
22.50 
20.20 
19.36 
18.51 
14.64 
14.53 
28.52 
27.93 
27.34 
26.73 
26.44 
25.84 
25.55 
24.36 
23.17 
20,81 
19.94 
19.07 
15.08 
14.97 
28.95 
28.35 
27.75 
27.13 
26.84 
26.23 
25.93 
24.72 
23.52 
21.12 
20,24 
19.36 
15.31 
15.19 
RECOVERY AND UTILITIES - HIGH PRESSURE 
1995 1996 1997 1998 1999 2000 2001 
HP01 Process Coordinator 24.60 25.34 26.10 26.88 27.69 28.52 28.95 
HP02 Field Coordinator 2 24.09 24.81 25.56 26.32 27.11 27.93 28.35 
HP03 Field Coordinator 1 23.58 24.29 25.02 25.77 26.54 27.34 27.75 
HP04 System Control Operator 2 23.06 23.75 24.46 25.20 25.95 26.73 27.13 
HP05 System Control Operator 1 22.81 23.49 24.20 24.93 25.67 26.44 26.84 
HP06 Generator Operator 22.29 22.96 23.65 24.36 25.09 25.84 26.23 
HP07 Recovery Evaporator Operator 22.04 22.70 23.38 24.08 24.81 25.55 25.93 
HP08 Demineralizer Operator 21.01 21.64 22.29 22.96 23.65 24.36 24.72 
HP09 Power Boiler Operator 19.99 20.59 21.21 21.84 22.50 23.17 23.52 
HP10 Recovery Boiler Field Oper #3 17.95 18.49 19.04 19.61 20.20 20.81 21.12 
HP11 Recovery Boiler Field Oper #2 17.20 17.72 18.25 18.79 1936 19.94 20.24 
HP12 Recovery Boiler Field Oper #1 16.45 16.94 17.45 17.98 18.51 19.07 19.36 
HP13 Genera! Processor 13.01 13.40 13.80 14.22 14.64 15.08 15.31 
RV98 Reserve 12.91 13.30 13.70 14.11 14.53 14.97 15.19 
WP01 No. 2 Certification 19.99 20.59 21.21 21.84 22.50 23.17 23.52 
WP02 No. 1 Certification 18.96 19.53 20.11 20.72 21.34 21.98 22.31 
WP03 Water Plant Operator 17.95 18.49 19.04 19.61 20.20 20.81 21.12 
WP04 ASP Operator 17.20 17.72 18.25 18.79 19.36 19.94 20.24 
WP05 Dewatering Plant Operator 16.45 16.94 17.45 17.98 18.51 19.07 19.36 
QP1 - QUALITY CONTROL 
QC01 Crew Leader 33/34 
QC31 #35 Inspector 
QC02 Crew Leader 30/31/CVT 
OC03 No. 33 Coated Inspector 
0X04 No. 30/31 Inspector 
QCOB No. 33/34 Inspector 
QC07 Utility Inspector 
BV98 Reserve 
QPI - PROCESS CONTROL 
PS01 Crew Leader 31/32 
PS31 #35 Tester 
PS02 No. 33/34 Tester 
PS03 No. 30/31 Tester 
PS04 Pulp Tester I 
PS05 Pulp Tester II 
PS06 Pulp Tester III 
PS07 Chip Tester 
RV98 Reserve 
1996 1997 1998 1999 2000 2001 
20.80 21.42 22.06 22.72 23.41 23.76 
20.02 20.62 21.24 21.88 22.54 22.87 
19.64 20.23 20.84 21.46 22.11 22.44 
19.57 20.16 20.76 21.38 22.03 22.36 
19.22 19.80 20.39 21.00 21.63 21.96 
18.87 19.44 20.02 20.62 21.24 21.56 
16.97 17.48 18.01 18.55 19.10 19.39 
13.30 13.70 14,11 14.53 14.97 15.19 
1995 
20.19 
19.44 
19.07 
19.00 
18.66 
18.32 
16.48 
12.91 
18.73 
18.11 
17.61 
17.40 
15.98 
15.56 
15.33 
13.57 
12.91 
19.29 
18.65 
18.41 
17.92 
16.46 
16.03 
15.79 
13.98 
13.30 
19.87 
19.21 
18.68 
18.46 
16.95 
16.51 
16.26 
14.40 
13.70 
20.47 
19.79 
19.24 
19.01 
17.46 
17.00 
16.75 
14.63 
14.11 
21.08 
20.38 
19.82 
19.58 
17.99 
17.51 
17.25 
15.27 
14.53 
21.71 
20.99 
20.41 
20.17 
18.53 
18.04 
17.77 
15.73 
14.97 
22.04 
21.31 
20.72 
20.47 
18.80 
18.31 
18.04 
15.97 
15.19 
MAINTENANCE 
MM10 Multicraft Mechanic A 
MS10 Multicraft Mechanic A 
MM11 Multicraft Mechanic B 
MS11 Multicraft Mechanic B 
MM12 Multicraft Mechanic C 
MS12 Multicraft Mechanic C 
MM13 Multicraft Mechanic D 
MS13 Multicraft Mechanic D 
MM14 Mechanic E 
MS14 Mechanic E 
TL01 Trainee Level 1 
TL01 Trainee Level 1* 
TL02 Trainee Level 2 
TL02 Trainee Level 2* 
TL03 Trainee Level 3 
TL03 Trainee Level 3* 
TL04 Trainee Level 4 
TL04 Trainee Level 4* 
TL05 Trainee Level 5 
TL05 Trainee Level 5* 
MS15 Tool Room Attendant 
MAINTENANCE - MILL SERVICES 
MM25 Mill Services - Crew Leader 
MM30 Mill Services 
1995 1996 1997 1998 1999 2000 2001 
21.98 
22.72 
21.06 
21.79 
2034 
21.06 
19.15 
19.84 
17.13 
17.77 
22.64 
23.40 
21.69 
22.44 
20.95 
21.69 
19.72 
20.44 
17.64 
18.30 
23.32 
24.10 
22.34 
23.12 
21.58 
22.34 
20.32 
21.05 
18.17 
18.85 
24.02 
24.83 
23.01 
23.81 
22.23 
23.01 
20.93 
21.68 
18.72 
19.42 
24.74 
25.57 
23.70 
24.52 
22.89 
23.70 
21.55 
22.33 
19.28 
20.00 
25.48 
26.34 
24.41 
25.26 
23,58 
24.41 
22.20 
23.00 
19.86 
20.60 
25.86 
26.73 
24.78 
25.64 
23.93 
24.78 
22.53 
23.34 
20.16 
20.91 
19.69 20.28 20.89 21.52 22.16 22.83 23.17 
16.45 
14.62 
16.94 
15.06 
17.45 
15.51 
17.98 
15.98 
18.51 19.07 
16.45 16.95 
19.36 
17.20 
STOREROOM 1995 1996 1997 1998 1999 2000 2001 ^J 
oo 
SM01 Crew Leader 18.98 19.55 20.14 20.74 21.36 22.00 22.33 
SM02 Wrhse-Receiving Clerk 17.37 17.89 18.43 18.98 19.55 20.14 20.44 
RV98 Reserve 12.91 13,30 13,70 14.11 14.53 14.97 15.19 
TRANSPORTATION 
TC01 Crew Leader-Engineer 18.54 19,10 19.67 20.26 20.87 21.49 21.82 
TC02 Switchman 16.32 16.81 17.31 17.83 18.37 18.92 19.20 
MATERIAL HANDLING 
MH01 Crew Leader 17.24 17.76 18.29 18.84 19.40 19.99 20.29 
MHQ2 Material Handler 15.62 16,09 16,57 17,07 17.58 18.11 18.38 
FIRE CONTROL 
FI01 Fire-Safety Inspector* 19.40 19.98 20.58 21.20 21.83 22.49 22.83 
FI02 Asst Fire-Safety Inspector* 17.96 18.50 19.05 19.63 20.21 20.82 21.13 
NO. 30 PAPER MACHINE 
NM01 Crew Leader 
NM02 Back Tender 
NM03 Third Hand 
NM04 Fourth Hand 
NM05 Fifth Hand 
NM06 Sixth Hand 
NM07 Seventh Hand 
NW01 Roll Wrap Operator 
NW02 Roll Wrap Helper 
RV98 Reserve 
NO. 30 PAPER MACHINE FURNISH 
NF01 Crew Leader 
NF02 Stock Prep Helper 
RV98 Reserve 
NO. 31 PAPER MACHINE 
1995 1996 1997 1998 1999 2000 2001 
MC01 
MC02 
MC03 
MC04 
MC04 
MC06 
RV98 
Crew Leader 
Back Tender 
Third Hand 
Fourth Hand 
Fifth Hand 
Sixth Hand 
Reserve 
23.22 
22.48 
19.04 
16.85 
15.42 
15.17 
15.02 
14.83 
14.74 
12.91 
1 
22.14 
16.90 
12.91 
23.22 
22.14 
19.04 
16.85 
15.42 
15.17 
12.91 
23.92 
23.15 
19.61 
17.36 
15.88 
15.63 
15.47 
15.27 
15.18 
13.30 
22.80 
17.41 
13.30 
23.92 
22.80 
19.61 
17,36 
15.88 
15.63 
13.30 
24.63 
23.85 
20.20 
17.88 
16.36 
16.09 
15.93 
15.73 
15.64 
13.70 
23.49 
17.93 
13.70 
24.63 
23.49 
20.20 
17.88 
16.36 
16.09 
13.70 
25.37 
24.56 
20.81 
18.41 
16.85 
16.58 
16.41 
16.21 
16.11 
14.11 
24.19 
18.47 
14.11 
25,37 
24.19 
20.81 
18.41 
16.85 
16.58 
14.11 
26.13 
25.30 
21.43 
18.96 
17.36 
17.07 
16.91 
16.69 
16.59 
14.53 
24.92 
19.02 
14.53 
26.13 
24.92 
21.43 
18.96 
17.36 
17.07 
14.53 
26.92 
26.06 
22.07 
19.53 
17.88 
17.59 
17.41 
17.19 
17.09 
14.97 
25.67 
19.59 
14.97 
26.92 
25.67 
22.07 
19.53 
17.88 
17.59 
14.97 
27.32 
26.45 
22.40 
19.83 
18.14 
17.85 
17.67 
17.45 
17.34 
15.19 
26.05 
19.89 
15.19 
27.32 
26.05 
22.40 
19.83 
18.14 
17.85 
15.19 -vi 
NO. 31 CHEM PREP 
CP01 Crew Leader 
CP02 Chem Furnish Helper A 
CP03 Chem Furnish Helper B 
NO. 31 STOCK PREP 
FC01 Crew Leader 
FC02 Stock Prep Helper 
PULP DRYER 
DCOI Crew Leader 
DC02 Wet End Tender 
DC03 First Helper 
DC04 Loader Stacker 
RV98 Reserve 
1995 1996 1997 1998 1999 2000 2001 g 
22.14 22.80 23.49 24.19 24.92 25.67 26.05 
16.90 17.41 17.93 18.47 19.02 19.59 19.89 
15.17 15.63 16.09 16.58 17.07 17.59 17.85 
22,14 
16.90 
22.80 
17.41 
23.49 
17.93 
24.19 
18.47 
24.92 
19.02 
25.67 
19.59 
26.05 
19.89 
22.14 22.80 23.49 24.19 24.92 25.67 26.05 
19.04 19.61 20.20 20.81 21.43 22.07 22.40 
16.85 17.36 17.88 18.41 18.96 19.53 19.83 
15.17 15.63 16.09 16.58 17.07 17.59 17.85 
12.91 13.30 13.70 14.11 14.53 14.97 15.19 
NO. 33 PAPER MACHINE 
CM01 Crew Leader 
CM02 Back Tender 
CM03 Third Hand 
CM04 Fourth Hand 
CM05 Fifth Hand 
RV98 Reserve 
NO. 33 PAPER MACHINE FURNISI 
SP01 Crew Leader 
SP02 Stock Prep Helper 
RV98 Reserve 
OFF MACHINE COATER 
0M01 Crew Leader 
OM02 First Asst Operator 
OM03 Coating Controller 
OM04 Second Asst Operator 
OM05 Re-reel Operator 
OM06 Re-reel Helper 
OM07 Coating Helper 
OM08 Utility Helper 
RV98 Reserve 
1995 1996 1997 1998 1999 2000 2001 
23.22 
22.14 
19.04 
16.85 
15.42 
12.91 
I 
22.14 
16.90 
12.91 
23.92 
22.80 
19.61 
17.36 
15.88 
13.30 
22.80 
17.41 
13.30 
24.63 
23.49 
20.20 
17.88 
16.36 
13.70 
23.49 
17.93 
13.70 
25.37 
24.19 
20.81 
18.41 
16.85 
14.11 
24.19 
18.47 
14.11 
26.13 
24.92 
21.43 
18.96 
17.36 
14.53 
24.92 
19.02 
14.53 
26.92 
25.67 
22.07 
19.53 
17.88 
14.97 
25.67 
19.59 
14.97 
27.32 
26.05 
22.40 
19.83 
18.14 
15.19 
26.05 
19.89 
15.19 
21.07 
19.26 
17.71 
16.10 
15.42 
14.98 
14.74 
14.13 
12.91 
21.70 
19.84 
18.24 
16.58 
15.88 
15.43 
15.18 
14.55 
13.30 
22.35 
20.43 
18.79 
17.08 
16.36 
15.89 
15.64 
14.99 
13.70 
23.02 
21.05 
19.35 
17.59 
16.85 
16.37 
16.11 
15.44 
14.11 
23.71 
21.68 
19.93 
18.12 
17.36 
16.86 
16.59 
15.90 
14.53 
24.43 
22.33 
20.53 
18.66 
17.88 
17.37 
17.09 
16.38 
14.97 
24.79 
22,66 
20.84 
18.94 
18 14 
17.63 
17 34 
16.63 
15.19 
SUPERCALENDER 
CA01 Crew Leader 
CA02 First Helper 
CA03 Second Helper 
RV98 Reserve 
NO. 33 MACHINE BIWINDER 
RP01 Crew Leader 
RP02 Asst Operator 
RP03 Roll Wrap Operator 
RP04 Roll Wrap Helper 
RP05 Utility Helper 
RP06 Core Cutter 
RV98 Reserve 
NO. 34 PAPER MACHINE 
LM01 Crew Leader 
LM02 Back Tender 
LM03 Third Hand 
LM04 Fourth Hand 
LM05 Fifth Hand 
LM06 Sixth Hand 
RV98 Reserve 
1995 1996 1997 1998 1999 2000 2001 » 
19.28 19.86 20.45 21.07 21.70 22.35 22.69 
16.55 17.05 17.56 18.08 18.63 19.19 19.47 
15.17 15.63 16.09 16.58 17.07 17.59 17.85 
12.91 13.30 13.70 14.11 14.53 14.97 15.19 
19.28 19.86 20.45 21.07 21.70 22.35 22.69 
16.55 
15.17 
15.07 
14.97 
14.86 
12.91 
17.05 
15.63 
15.52 
15.42 
15.31 
13.30 
17.56 
16.09 
15.99 
15.88 
15.76 
13.70 
18.08 
16.58 
16.47 
16.36 
16.24 
14.11 
18.63 
17.07 
16.96 
16.85 
16.73 
14.53 
19.19 
17.59 
17.47 
17.35 
17.23 
14.97 
19.47 
17.85 
17.73 
17.61 
17.61 
15.19 
23.22 23.92 24.63 25.37 26.13 26.92 27.32 
22.48 23.15 23.85 24.56 25.30 26.06 26.45 
19.04 19.61 20.20 20.81 21.43 22.07 22.40 
16.85 17.36 17.88 18.41 18.96 19.53 19.83 
15.42 15.88 16.36 16.85 17.36 17.88 18.14 
15.17 15.63 16.09 16.58 17.07 17.59 17.85 
12.91 13.30 13.70 14.11 14.53 14.97 15.19 
NO. 34 PAPER MACHINE FURNISH 1995 1996 1997 1998 1999 2000 2001 
LF01 
LI-U2 
RV98 
Crew Leader 
Stock Prep Helper 
Reserve 
22.14 22.80 
16.90 17.41 
12.91 13.30 
23.49 
17.93 
13.70 
24.19 
18.47 
14.11 
24.92 
19.02 
14.53 
25.67 
19.59 
14.97 
26.05 
19.89 
15.19 
NO. 35 PAPER MACHINE 
WM01 
WM02 
WM03 
WM04 
WM05 
WM06 
WM07 
WM08 
WM09 
WM10 
RV98 
Process Coordinator 
A Operator 
B Operator 
C Operator 
D Operator 
A Processor 
B Processor 
C Processor 
D Processor 
General Processor 
Reserve 
25.97 
23.91 
22.67 
21.44 
20.20 
18.96 
17.74 
16.53 
15.33 
14.13 
12.91 
26.75 
24.63 
23.35 
22.08 
20.81 
19.53 
18.27 
17.03 
15.79 
14.55 
13.30 
27.55 
25.37 
24.05 
22.75 
21.43 
20.11 
18.82 
17.54 
16.26 
14.99 
13.70 
28.38 
26.13 
24.77 
23.43 
22.07 
20.71 
19.38 
18.06 
16.75 
15 44 
14.11 
29.23 
26.91 
25.52 
24.13 
22.74 
21.34 
19.97 
18.60 
17.25 
15.90 
14.53 
30.11 
27.72 
26.28 
24.85 
23.42 
21.98 
20.57 
19.16 
17.77 
16.38 
14.97 
30.56 
28.13 
26.67 
25.23 
23.77 
22.31 
20.87 
19.45 
18.04 
16.63 
15.19 
ROLL FINISHING 
RF01 Roll Finishing Operator 16.92 17.43 17.95 18.49 19.04 19.61 
RF02 Roll Finishing Asst 15.54 16.01 16.49 1698 1749 1802 
RF03 Utility 14.73 15.17 15.63 16.10 16.58 17.08 
RV98 Reserve 12.91 13.30 13.70 14.11 14.53 14.97 
19.91 
18.29 
17.33 
15.19 CO 
C U T S I 2 E
 1995 1996 1997 1998 1999 2000 2001 
CS01 Crew Leader 19.31 19.89 20.49 21.10 21.73 22.39 22 72 
r l S ? Operator Asst 17.43 17.95 18.49 19.05 19.62 20.21 20 51 
£S03 Operator Asst II 16.24 16.73 17.23 17.75 18.28 18.83 19 11 
9-19^ f,«*=9'na Asst 15.45 15.91 16.39 16.88 17.39 17 91 18 18 
" 0 5 utility 14.73 15,17 15.63 16.10 16.58 17.08 17.33 
RV98 Reserve 12.91 13.30 13.70 14.11 14.53 14.97 15.19 
SHIPPING 
I ™ Crew Leader 18.44 18.99 19.56 20.15 20.75 2.138 21.70 
• S S I Trucker Loader 16.72 17.22 17.74 18.27 18.82 19.38 19 67 
RV98 Reserve 12.91 13.30 13.70 14.11 14.53 14.97 15.19 
WAREHOUSE 
WMf» & e W V L e a d e T , 1 ! 4 2 1 8 " 1 9 S 6 2 0 ' 1 5 2 0 - 7 5 2138 21.70 
w m ? Warehouse Trucker 16.72 17.22 17.74 18.27 18.82 19.38 19.67 
™ 3 2 Broke Handler 15.60 16.07 16.55 17.05 17.56 1808 1836 
bU9U Sweeper Operasor 12.91 13.30 13.70 14.11 14.53 14.97 15.19 
APPENDIX "A" - 12 HOUR SHIFTS 
Rates effective Monday closest to December 15 
FIBER PREP 1995 
FP43 Operator Coordinator 3 22.53 
FP42 Operator Coordinator 2 21,84 
FP41 Operator Coordinator 1 21.10 
FP51 Barge Chip Operator 21.10 
FP33 A Operator 3 20.20 
FP32 A Operator 2 19 32 
FP31 A Operator 1 18.27 
FP23 6 Operator 3 16.98 
FP22 B Operator 2 15.96 
FP21 B Operator 1 14.92 
FP13 C Operator 2 13.91 
FP12 C Operator 1 13.25 
RV78 Reserve 12.62 
PULP MANUFACTURING - FIBER LINE 
FL21 Crew Leader 22.69 
FL22 First Asst Operator A 21.95 
FL23 First Asst Operator B 21.77 
FL24 First Asst Operator C 21.64 
FL25 Second Asst Operator 20.90 
FL26 Third Asst Operator 20.80 
FL27 Third Asst Operator B 20.46 
FL28 First Pulp Asst A 17.39 
FL29 First Pulp Asst B 16.97 
FL30 Utility 13.00 
RV78 Reserve 12,62 
1996 
23.21 
22.50 
21.73 
21.73 
20.81 
19.90 
18.82 
17.49 
16.44 
15.37 
14.33 
13.65 
13.00 
23.37 
22.61 
22.42 
22.29 
21.53 
21.42 
21.07 
17.91 
17.48 
13.39 
13.00 
1997 
23.90 
23.17 
22.38 
22.38 
21.43 
20.50 
19.38 
18.01 
16.93 
15.83 
14,76 
14.06 
13.39 
24,07 
23.29 
23,10 
22,96 
22.17 
22.07 
21.71 
18.45 
18.00 
13.79 
13.39 
1998 
2462 
23,87 
23.06 
23.06 
22.07 
21.11 
19.96 
18.55 
17.44 
16.30 
15.20 
14.48 
13.79 
24.79 
23.99 
23.79 
23.65 
22.84 
22.73 
22.36 
19.00 
18.54 
14.21 
13.79 
1999 
25.36 
24.58 
23.75 
23.75 
22.74 
21.74 
20.56 
19.11 
17.96 
16.79 
15.66 
14.91 
14.20 
25.54 
24.70 
24.50 
24.36 
23.52 
23.41 
23.03 
19.57 
19.10 
14.63 
14.20 
2000 
26.12 
25.32 
24.46 
24.46 
23.42 
22.40 
21.18 
19.68 
18.50 
17.30 
16.13 
15.36 
14.63 
26.30 
25.45 
25.24 
25.09 
24.23 
24.11 
23.72 
20.16 
19.67 
15.07 
14.63 
2001 
26.51 
25.70 
24.83 
24.83 
23.77 
22.73 
21.50 
19.98 
18.78 
17.56 
16.37 
15.59 
14.85 
26.70 
25.83 
25.62 
25.46 
24.59 
24.47 
24.07 
20.46 
19.97 
15.30 
14.85 09 
(Jl 
PULP MANUFACTURING - CHEMICAL LINE oo 
1995 1996 1997 1998 1999 2000 2001 m 
CL21 Crew Leader 22.69 23.37 24.07 24.79 25.54 26.30 26.70 
CL22 First Chemical Ass\ Operator A 20.80 21.42 22.07 22.73 23.4 24.11 2447 
CL23 First Chemical Asst Operator B 18.87 19.44 20.02 20.62 21.24 21.88 22.20 
CL24 First Chemical Asst 16.71 17.21 17.73 18.26 18.81 19.37 19.66 
CL25 Second Chemical Asst A 16.38 16-87 17.38 17.90 18.44 18.99 1927 
CL26 Second Chemical Asst 8 16.15 1663 17.13 17.65 18.18 18.72 19.00 
CL27 Second Chemical Asst C 16.05 16.53 17.03 17.54 18.06 18.61 18.89 
RV78 Reserve 12.62 13.00 13.39 13.79 14.20 14.63 14.85 
RECOVERY AND UTILITIES - LOW PRESSURE 
LP21 Process Coordinator 24.04 24.76 25.50 26.27 27.06 27.87 28.29 
LP22 Field Coordinator 2 23.54 24.25 24.97 25.72 26.49 27.29 27.70 
LP23 Field Coordinator 1 23.04 23.73 24.44 25.18 25.93 26.71 27.11 
LP24 System Control Operator 2 22.54 23.22 23.91 24.63 25.37 26.13 26.52 
LP25 System Control Operator 1 22.29 22.96 23.65 24.36 25.09 25.84 26.23 
LP26 Recovery Boiler Operator 21.78 22.43 23.11 23.80 24.51 25.25 25.63 
LP27 Evaporator Operator 21.54 22.19 22.85 23.54 24.24 24.97 25.35 
LP28 Treated Water Operator 20.53 21.15 21.78 22.43 23.11 23.80 24.16 
LP29 Power Boiler Operator 1954 20.13 20.73 21.35 21.99 22.65 22.99 
LP30 Recovery Boiler Field Oper #3 17.54 18.07 18.61 19.17 19.74 20.33 20.64 
LP31 Recovery Boiler Field Oper #2 16.81 17.31 17.83 18.37 18.92 19.49 19.78 
LP32 Recovery Boiler Field Oper #1 16.08 16.56 17.06 17.57 18.10 18.64 18.92 
LP33 General Processor 12.71 13.09 13.48 13.89 14.31 14.73 14.96 
RV78 Reserve 12.62 13.00 13.39 13.79 14.20 14.63 14.85 
RECOVERY AND UTIUTIES - HIGH 
HP21 
HP22 
HP23 
HP24 
HP25 
HP26 
HP27 
HP28 
HP29 
HP30 
HP31 
HP32 
HP33 
RV78 
WP21 
WP22 
WP23 
WP24 
WP25 
O.PI-
OC21 
QC41 
QC22 
QC23 
QC24 
QC25 
QC27 
RV78 
Process Coordinator 
Field Coordinator 2 
Field Coordinator 1 
System Control Operator 2 
System Control Operator 1 
Generator Operator 
Recovery Evaporator Operator 
Demineratizer Operator 
Power Boiler Operator 
Recovery Boiler Field Oper #3 
Recovery Boiler Field Oper #2 
Recovery Boiler Field Oper #1 
General Processor 
Reserve 
No. 2 Certification 
No. 1 Certification 
Water Plant Operator 
Activated Sludge Plant Operator 
Dewatering Plant Operator 
QUALITY CONTROL 
Crew Leader 33/34 
#35 Inspector 
Crew Leader 30/31/CVT 
No. 33 Coated Inspector 
No. 30/31 Inspector 
No. 33/34 Inspector 
Utility inspector 
Reserve 
PRESSURE 
199S 1996 
24.04 
23.54 
23.04 
22.54 
22.29 
21.78 
21.54 
20.53 
19.54 
17.54 
16.81 
16.08 
12.71 
12.62 
19.54 
18.53 
17.54 
16.81 
16.08 
19.73 
19.00 
18.64 
18.57 
18.24 
17.90 
16.11 
12.62 
24.76 
24.25 
23.73 
23.22 
22.96 
22.43 
22.19 
21,15 
20.13 
18.07 
17.31 
16.56 
13.09 
13.00 
20.13 
19.09 
18.07 
17,31 
16.56 
20.32 
19.57 
19.20 
19.13 
18.79 
18.44 
16.59 
13.00 
1997 
25.50 
24.97 
24.44 
23.91 
23.65 
23.11 
22.85 
21.78 
20.73 
18.61 
17.83 
17.06 
13.48 
13.39 
20.73 
19.66 
18.61 
17.83 
17.06 
1998 
26.27 
25.72 
25.18 
24.63 
24.36 
23.80 
23.54 
22.43 
21.35 
19.17 
18.37 
17.57 
13.B9 
13.79 
21.35 
20 25 
19.17 
18.37 
17.57 
1999 
27.06 
26.49 
25.93 
25.37 
25.09 
24.51 
24.24 
23.11 
21.99 
19.74 
18.92 
18.10 
14.31 
14.20 
21.99 
20.86 
19.74 
18.92 
18.10 
2000 
27.87 
27.29 
26.71 
26.13 
25.84 
25.25 
24.97 
23.80 
22.65 
20.33 
19.49 
18.64 
14.73 
14.63 
22.65 
21.48 
20.33 
19.49 
18,64 
2001 
28.29 
27.70 
27.11 
26.52 
26.23 
25.63 
25.35 
24.16 
22.99 
20.64 
19.78 
18.92 
14.96 
14.85 
22.99 
21.80 
20.64 
19,78 
18.92 
20.93 21.56 22,21 22.87 23 22 
20.16 20.76 21.38 22.03 22,36 
978 Z0.37 20.98 21.61 21 93 
19.70 20.29 20.90 21.53 2185 
19.35 19,93 20.53 21.15 2 :46 
8.99 19.56 20.15 20.75 21.06 
7.09 17.60 18.13 18.68 1896 
13.39 13.79 14.20 14.63 14 85 CO 
QPI - PROCESS CONTROL 
PS21 
PS41 
PS22 
PS 23 
PS24 
PS25 
PS 26 
PS27 
RV78 
Crew Leader 31/32 
#35 Tester 
No. 33/34 Tester 
No. 30/31 Tester 
Pulp Tester I 
Pulp Tester II 
Pulp Tester Ml 
Chip Tester 
Reserve 
STOREROOM 
SM22 Wrhse-Receiving Clerk 
TRANSPORTATION 
TC21 Crew Leader-Engineer 
TC22 Switchman 
MATERIAL HANDLING 
MH22 Material Handler 
1995 1996 1997 1998 1999 2000 2001 g 
18.30 18.8S 19.41 20.00 20.60 21.21 21.53 
17.70 18.23 18.78 19,34 19.92 20.52 20,83 
17 21 17.73 18.26 18.81 1937 19.95 20,25 
17 01 17.52 18,05 18.59 19.14 19.72 20.02 
15.62 16.09 16.57 17.07 17.58 13.11 18.38 
15.21 15.67 16,14 16.62 17.12 17.63 17.90 
14.98 15.43 15.89 16.37 16.86 17.37 15.60 
13 26 13.66 14.07 14.49 14.92 15.37 15.60 
12.62 13.00 13.39 13.79 14.20 14,63 14.85 
17.62 18.15 18.69 19.25 19.83 20.43 20.73 
18 12 18.66 19.22 19.80 20.39 21.01 21.32 
15.95 16.43 16.92 17.43 17.95 18.49 18.77 
15,87 16.35 16.84 17.34 17.86 18.40 18.67 
NO. 30 PAPER MACHINE 
NM21 Crew Leader 
NM22 Back Tender 
NM23 Third Hand 
NM24 Fourth Hand 
NM25 Fifth Hand 
NM26 Sixth Hand 
NM27 Seventh Hand 
NW21 Roll Wrap Operator 
NW22 Roll Wrap Helper 
RV78 Reserve 
1995 7996 1997 1998 1999 2000 2001 
22.69 
21.97 
18.61 
16.47 
15.07 
14.83 
14.68 
14.49 
14.41 
12.62 
23.37 
22.63 
19.17 
16.96 
1S.52 
15.27 
15.12 
14.92 
14.84 
13.00 
24.07 
23.31 
19.74 
17.47 
15.99 
15.73 
15.57 
15.37 
15.29 
13.39 
24.79 
24,01 
20.34 
18.00 
25.54 
24.73 
20.95 
18.54 
161.47 16.96 
16.21 
16,04 
15.83 
15.75 
13.79 
16.69 
16.52 
16.31 
16.22 
14.20 
26.30 
25.47 
21,57 
19.09 
17.47 
17.19 
17.02 
16.80 
16.71 
14.63 
26 70 
25 85 
21.90 
19 38 
17.73 
17.45 
17,27 
17.05 
16.96 
14.85 
NO. 30 PAPER MACHINE FURNISH 
NF21 Crew Leader 21 64 
NF22 Stock Prep Helper 16^52 
RV78 Reserve 12.62 
22.29 
17.02 
13.00 
22.96 
17.53 
13.39 
23.65 
18.05 
13.79 
24.36 
18.59 
14.20 
25.09 25.46 
19.15 19.44 
14.63 14.85 
CO 
to 
NO. 31 PAPER MACHINE 
MC21 Crew Leader 
MC22 Back Tender 
MC23 Third Hand 
MC24 fourth Hand 
MC25 Fifth Hand 
MC26 Sixth Hand 
RV78 Reserve 
NO. 31 CHEM PREP 
CP21 Crew Leader 
CP22 Chem Furnish Helper A 
CP23 Chem Furnish Helper B 
NO. 31 STOCK PREP 
FC21 Crew Leader 
FC22 Stock Prep Helper 
PULP DRYER 
DC21 Crew Leader 
OC22 Wet End Tender 
DC23 First Helper 
0C24 Loader Stacker 
FIV78 Reserve 
1995 1996 1997 1998 1999 2000 2001 g 
22.69 23.37 24.07 24.79 25.54 26.30 26.70 
21.64 22.29 22.96 23.65 24.38 25.09 25.46 
18.61 19.17 19.74 20.34 20.95 21.57 21.90 
16.47 16.96 17.47 18.00 18.54 19.09 19.38 
15.07 15.52 15.99 16.47 16.96 17.47 17.73 
14.83 15.27 15.73 16.21 16.69 17.19 17.45 
12.62 13.00 13.39 13.79 14.20 14.63 14.85 
21.64 22.29 22.96 23.65 24.36 25.09 25.46 
16.52 17.02 17.53 18.05 18.59 19.15 19.44 
14.83 15.27 15.73 16.21 16.69 17.19 17.45 
21.64 22.29 22.96 23.65 24.36 25.09 25.46 
16.52 17.02 17.53 18.05 18.59 19.15 19.44 
21.64 22.29 22.96 23.65 24.36 25.09 25.46 
18.61 19.17 19.74 20.34 20.95 21.57 21.90 
16.47 16.96 17.47 13.00 18.54 19.09 19.38 
14.83 15.27 15.73 16.21 16.69 17.19 17,45 
12.62 13.00 13.39 13.?9 14.20 14.63 14.85 
NO. 33 PAPER MACHINE 
CWI21 Crew Leader 
CM22 Back Tender 
CM23 Third Hand 
CM24 Fourth Hand 
CM25 Fifth Hand 
RV78 Reserve 
NO. 33 PAPER MACHINE FURNISI 
SP21 Crew Leader 
SP22 Stock Prep Helper 
RV78 Reserve 
OFF MACHINE COATER 
OM21 Crew Leader 
OM22 First Asst Operator 
OM23 Coating Controller 
0M24 Second Asst Operator 
OM25 Re-reel Operator 
OM26 Re-reel Helper 
OM27 Coating Helper 
OM28 Utility Helper 
RV78 Reserve 
1995 1996 1997 1998 1999 2000 2001 
22.69 
21.64 
18.61 
16.47 
15.07 
12.61 
1 
21.64 
16.52 
12.61 
20.59 
18.81 
17.31 
15.73 
15.07 
14,64 
14.41 
13.81 
12.62 
23.37 
22.29 
19.17 
16.96 
15.52 
13.00 
22.29 
17.02 
13.00 
21.21 
19.38 
17.83 
16.20 
15.52 
15.08 
14.84 
14.22 
13,00 
24.07 
22.96 
19.74 
17.47 
15.99 
13.39 
22.96 
17.53 
13.39 
21.84 
19.97 
18.36 
16.69 
15.99 
15.53 
15.29 
14.65 
13.39 
24.79 
23.65 
20.34 
18.00 
16.47 
13.79 
23.65 
18.05 
13.79 
22.50 
20.57 
18.92 
17.19 
16.47 
16.00 
15.75 
15.09 
13.79 
25.54 
243.6 
20.95 
18.54 
16.96 
14.20 
24.36 
18.59 
14.20 
23.17 
21.18 
19.48 
17.70 
16.96 
16.48 
16.22 
15.54 
14.20 
26.30 
25.09 
21.57 
19.09 
17.47 
14.63 
25.09 
19.15 
14.63 
23.87 
21,82 
20,07 
18.24 
17.47 
16.97 
16.71 
16.01 
14.63 
26.70 
25.46 
21.90 
19.38 
17.73 
14.85 
25.46 
19,44 
14.85 
24.23 
22.14 
20.37 
18.51 
17.73 
17.23 
16.96 
16.25 
14.85 
SUPERCALENDER 
CA21 Crew Leader 
CA22 First Helper 
CA23 Second Helper 
RV78 Reserve 
NO. 33 MACHINE BIWINDER 
NO. 33 ROLL WRAP 
RP21 Crew Leader 
RP22 Asst Operator 
RP23 Roll Wrap Operator 
RP24 Roll Wrap Helper 
RP25 Utility Helper 
RP26 Core Cutter 
RV78 Reserve 
NO. 34 PAPER MACHINE 
LM21 Crew Leader 
LM22 Back Tender 
LM23 Third Hand 
LM24 Fourth Hand 
LM25 Fifth Hand 
LM26 Sixth Hand 
RV78 Reserve 
NO. 34 PAPER MACHINE FUI 
LF21 Crew Leader 
LF22 Stock Prep Helper 
RV78 Reserve 
1995 
18.84 
16.17 
14.83 
12.62 
18.84 
16.17 
14.83 
14.73 
14.63 
14,52 
12.62 
22.69 
21,97 
18.61 
16.47 
15.07 
14.83 
12.62 
1 
21.64 
16.52 
12.62 
1996 
19.41 
16.66 
15.27 
13.00 
19.41 
16.66 
15.27 
15.17 
15.07 
14.96 
13.00 
23.37 
22.63 
19.17 
16.96 
15,52 
15.27 
13.00 
22.29 
17.02 
13.00 
1997 
19,99 
17.15 
15.73 
13.39 
19.99 
17.15 
15.73 
15.63 
15.52 
15.40 
13.39 
24.07 
23.31 
19.74 
17.47 
15.99 
15.73 
13.39 
22.96 
17.53 
13.39 
1993 
20.59 
17.67 
16.21 
13 79 
20.59 
17.67 
16.21 
16.10 
15.99 
15.87 
13.79 
24.79 
24.01 
20.34 
18.00 
16.47 
16.21 
13.79 
23.65 
18.05 
13.79 
1999 
21.20 
18.20 
16.69 
14.20 
21.20 
18.20 
16.69 
16.58 
16.47 
16.34 
14.20 
25.54 
24.73 
20,95 
18.54 
16.96 
16.69 
14.20 
24.36 
18.59 
14.20 
2000 
21.84 
18.75 
17.19 
14,63 
21.84 
18.75 
17.19 
17.08 
16.96 
16.83 
14.63 
26.30 
25.47 
21.57 
19.09 
17.47 
17.19 
14.63 
25.09 
19.15 
14.63 
2001 £ 
22,17 
19.03 
17.45 
14.85 
22.17 
19.03 
17.45 
17.33 
17.21 
17.09 
14.85 
26.70 
25.85 
21.90 
19.38 
17.73 
17.45 
14.85 
25.46 
19.44 
14.85 
NO. 35 PAPER MACHINE 
WM21 Process Coordinator 
WM22 A Operator 
WM23 B Operator 
WM24 C Operator 
WM25 D Operator 
WM26 A Processor 
WM27 B Processor 
WM28 C Processor 
WM29 D Processor 
WM30 General Processor 
RV78 Reserve 
ROLL FINISHING 
RF21 Roll Finishing Operator 
RF22 Roll Finishing Asst 
RF23 Utility 
RV78 Reserve 
CUTSIZE 
CS21 Crew Leader 
CS22 Operator Asst I 
CS23 Operator Asst II 
CS24 Packaging Asst 
CS25 Utility 
RV78 Reserve 
1995 1996 1997 1998 1999 2000 2001 
25.38 26.14 26.93 27.73 28.57 29.42 29.86 
23.37 24.07 24.79 25.54 26.30 27.09 27.50 
22,16 22.82 23.51 24.21 24.94 25.69 26.07 
20.95 21.58 22.23 22.89 23.58 24.29 24,65 
19.74 20.33 20.94 21.57 22.22 22.88 23,23 
18,63 19.09 19.66 20.25 20.86 21.48 21.80 
17.34 17.86 18.40 18.95 19.52 20.10 20.40 
16.15 16.63 17.13 17.65 18.18 18.72 19.00 
14.98 15.43 15.89 16.37 16.86 17.37 17.63 
13.81 14.22 14.65 15.09 15.54 16,01 16.25 
12.62 13.00 13.39 13.79 14,20 14.63 14.85 
16.54 17,04 17.55 18.07 18.62 19.17 19.46 
15.19 15.65 16.12 16.60 17.10 17.61 17.87 
14.40 14.83 15.28 15.74 16.21 16.69 16.94 
12.62 13.00 13.39 13.79 14.20 14.63 14.85 
18.87 19.44 20.02 20.62 21.24 21.88 22.20 
17.03 17.54 18.07 18.61 19.17 19.74 20.04 
15.87 16.35 16.84 17.34 17.86 18.40 18.67 
15.10 15.55 16.02 16.50 17.00 17.51 17.77 
14.40 14.83 15.28 15.74 1621 16.69 16.94 
12.62 13.00 13.39 13.79 14.20 14.63 14.85 to 
18.02 
16.34 
15.25 
18.56 
16.83 
15.71 
19.12 
17.34 
16.18 
19.69 
17.86 
16.66 
20.28 
18.39 
17.16 
20.89 
18.94 
17.68 
21.20 
19.23 
17.94 
SHIPPING 1995 1996 1997 1998 1999 2000 2001 <£ 
SC21 Crew Leader 18.02 18.56 19.12 19.69 20.28 20.89 21.20 
SC22 Trucker Loader 16.34 16.83 17.34 17.86 18.39 18.94 19.23 
RV78 Reserve 12.62 13.00 13.39 13.79 14.20 14.63 14.85 
WAREHOUSE 
WH21 Crew Leader 
WH22 Warehouse Trucker 
WH23 Broke Handler 
PROBATIONARY RATE 
Probationary employees hired after October 1, 1986 shall be paid $8.50 per hour during the 
probationary period. The probationary rate shall be increased by the general increase begin-
ning 1 2 / 1 5 / 9 1 . 
STUDENT SUMMER HELP 
Effective January 1, 1987, student summer help rate wil l be S7.75 irrespective of work per-
formed during period of employment. 
* REFLECTS A RATE FOR A SHIFT OTHER THAN A 4 SHIFT ROTATION. 
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APPENDIX "B" 
DEPARTMENTS AND LINES OF PROGRESSION 
FJBER PREP PEP.ARTMENT 
FPC1 Crew Leader 
FPA1 Equipment Operator A 
FPB3 Equipment Operator B 
FPB2 Control Point Operator 
FPB1 First Woodyard Assistant 
FPD3 C Operator 2 
FPD2 C Operator 1 
RV98 Reserve 
PULP MANUFACTURING - FIBER LINE 
FL01 Crew Leader 
FL02 First Assistant Operator A 
FL03 First Assistant Operator B 
FL04 First Assistant Operator C 
FL05 Second Assistant Operator 
FL06 Third Assistant Operator 
FL07 Third Assistant Operator B 
FLOS First Pulp Assistant A 
FL09 First Pulp Assistant B 
FL10 Utility 
RV98 Reserve 
PULP MANUFACTURING. -.CHEMICAL. LJNE, 
CL01 Crew Leader 
CL02 First Chemical Assistant Operator A 
CL03 First Chemical Assistant Operator B 
CL04 First Chemical Assistant 
CL05 Second Chemical Assistant A 
CL06 Second Chemical Assistant B 
CL07 Second Chemical Assistant C 
RV98 Reserve'» 
TO06 Tall OH Operator 
RECOVERY AND UTIUT(g$ DEPARTMENT 
LOW PRESSURE 
LP01 Process Coordinator HP01 
LP02 Field Coordinator 2 HPQ2 
IPQ3 Field Coordinator 1 HP03 
LPW System Control Operator 2 W W 
LPOS System Control Operator 1 HP05 
LP06 Recovery Boiler Operator HP06 
LP07 Evaporator Operator HPQ7 
U'OB Treated Waier Operator HP06 
LP09 Power Boiler Operator HPQ9 
LP1Q Recovery Boiler Field Operator 3 HP10 
LP!! Recovery Bote Field Operaior 2 HPU 
LPU Recovery Boiler Field Operator! HP12 
LP13 General Processor HP13 
HV98 Reserve RV98 
Process Coordinator 
Field Coordinator 2 
Field Coordinator 1 
System Control Operator 2 
System Control Operator 1 
Generator Operator 
Recovery Evap Operator 
Demin Operator 
Power Boiler Operator 
Rec Boiler Field Op 3 
Rec Boiler Field Op 2 
Ret Boiler Field Op 1 
General Processor 
Reserve 
WP01 No. 2 Certification 
WP02 Wo, t Certification 
WP03 Water Plant Operator 
WP04 ASP Operator 
WP05 Dewatering Plant Operator 
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QPI DEPARTMENT 
QUALITY CONTROL 
0C01 Crew Leader 33/34 
QC41 #35 Inspector 
OC02 Crew Leader 30/31/CVT 
OC03 No. 33 Coaled Inspector 
QC04 No, 30/31 Inspector 
QC05 No. 33/34 Inspector 
QC07 Utility Inspector 
RV98 Reserve 
PROCESS CONTROL 
PS01 Crew Leader 31/32 
PS31 #35 Tester 
PS02 No. 33/34 Tester 
PS03 No. 30/31 Tester 
PS04 Pulp Tester I 
PS05 Pulp Tester I! 
PS06 Pulp Tester (It 
PS07 Chip Tester 
RV9S Reserve 
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Mq'MTFMAMCE DEPARTMENT 
MM 10 Muiticraft Mechanic A 
MS10 Muiticraft Mechanic A* 
MM11 Muiticraft Mechanic B 
MS11 Muiticraft Mechanic B* 
MM12 Muiticraft Mechanic C 
MSI 2 Muiticraft Mechanic C* 
MM13 Muiticraft Mechanic D 
MS13 Muiticraft Mechanic D* 
MM 14 Mechanic E 
MS14 Mechanic E* 
TL01 Trainee Level 1 
TL01 Trainee Level 1* 
MM25 Mill Services - Crew Leader* 
MM30 Mill Services* 
MM15 Tool Room Attendant 
STOREROOM DEPARTMENT 
SM01 Crew Leader 
SM02Wrhse-Receiving Clerk 
SMOSWrhse-Receiving Clerk* 
RV98 Reserve 
RV98 Reserve* 
SPQRTATK 
TC01 Crew Leader 
TC02 Switchman 
DEPARTMEN1 
Engineer 
MATERIAL HANDLING DEPARTMENT 
MH01 Crew Leader* 
MH02 Material Handler 
MH02Material Handler* 
FIRE CONTROL DEPARTMENT 
FfOI Fire-Safety fnspector* 
f 102 Asst-Fire Safety Inspector* 
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NO, 3p MACHINE DEPARTMENT 
#3Q PAPER MACHINE #30 MACHINE FURNISH 
NM01 Crew Leader 
NM02 Back Tender 
NM03 Third Hand 
NM04Fourth Hand 
NM05Fifth Hand 
NM06 Sixth Hand 
NM07 Seventh Hand 
NF01 Crew Leader 
NF02 Stock Prep Helper 
NWQ1 Roll Wrap Operator 
NW02 Roll Wrap Helper 
*RV98 Reserve 
*Refer to Memorandum of Understanding between Champion 
Papers and UPIU, Local 1161, dated 4 /23 /80 . 
#31 MACHINE DEPARTMENT 
#31 
Paper 
Machine 
MC01 Crew Leader 
MC02 Back Tender 
MC03 Third Hand 
MC04 Fourth Hand 
MC05 Fifth Hand 
MC06 Sixth Hand 
I 
Pulo Drver 
0C01 Crew Leader 
DC02 Wet End 
Tender 
0C03 First Helper 
DC04 Loader 
Stacker 
RVflR L 
Chem PreD 
CP01 Crew Leader 
CP02 Chem 
Furnish 
Helper "A" 
CP03 Chem 
Furnish 
Helper "B" 
eserve 
#31 
Machine 
Furnish 
FC01 Stock Prep 
FC02 Stock Prep 
Helper 
#33 MACHINE DEPARTMENT 
#33 Paaer Machine #33 Machine Furnish 
CM01 Crew Leader SP01 Crew Leader 
CM02 Back Tender SPQ2 Stock Prep Helper 
CM03 Third Hand 
CM04 Fourth Hand 
CM05 Fifth Hand 
RV98 Reserve 
OMC - SUPERCALENDER DEPARTMENT 
Of) Machine Coater Supercalenders 
OM01 Crew Leader CA01 Crew Leader 
0M02 Firs! Assistant Operator CA02 First Helper 
0M03 Coating Controller CA03 Second Helper 
0M04 Second Assistant Operator 
OM05 Re-reel Operator 
OM06 Re-reel Helper 
0M07 Coating Helper 
0M08 Utility Helper 
RV98 Reserve 
#33 BIWINPER AND ROLL WRAP DEPARTMENT 
RP01 Crew Leader 
RP02 Assistant Operator 
RP03 Roll Wrap Operator 
RP04 Roll Wrap Helper 
RPOS Utility Helper 
RP06 Core Cutter 
RV98 Reserve 
#34 MACHINE DEPARTMENT 
#34 Paper Machine #34 Machine Furnish 
LM01 Crew Leader LF01 Crew Leader 
LM02 Back Tender LF02 Stock Prep Helper 
LM03 Third Hand 
LM04 Fourth Hand 
LM05 Fifth Hand 
LM06 Sixth Hand 
RV98 Reserve 
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p3S PAPER MACHINE 
CREW #1 
WM01 Process Coordinator 
WM02 A Operator 
WM03 B Operator 
WM04 C Operator 
WM05 0 Operator 
WM06 A Processor 
WMQ7 B Processor 
WM08 C Processor 
WM09 D Processor 
CPEW n 
WM01 Process Coordinator 
WM02 A Operator 
WM03 B Operator 
WM04 C Operator 
WM05 D Operator 
WM06 A Processor 
WM07 B Processor 
WM08 C Processor 
WM09 D Processor 
WM 10 General Processor 
RV98 Reserve 
CUTSIZE DEPARTMENT 
CS01 Crew Leader 
CS02 Operator Assistant 1 
CS03 Operator Assistant II 
CS04 Packaging Assistant 
CS05 Utility 
RV98 Reserve 
ROLL FINISHING DEPARTMENT 
RF01 Operator 
RF02 Assistant 
RF03 Utility 
RV98 Reserve 
WAREHOUSE AND SHIPPING DEPARTMENT 
WAREHOUSING 
WH01 Crew Leader 
WH02 Warehouse Trucker 
SHIPPING 
SC01 Crew Leader 
SC02 Trucker Loader 
WH03 BroVe Handler 
RV98 Reserve 
MAINTENANCE DEPARTMENT 
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MM10 - Multicraft Mechanic "A" 
A fully qualified Paper Mill Multicraft 
Journeyman Mechanic is one who possesses the 
knowledge and ability to perform, on his own, in 
two primary and related crafts. He must also 
work as a knowledgeable helper in all other 
crafts. In addition, each will be required to have 
the ability to burn and weld as an accessory skill. 
(Certified welding will be considered a primary 
craft.) The primary and related craft ski Us which 
are designated and recognized will be: 
Electrical and Instrument 
Pipefitter and/or Millwright and/or 
Machinist and/or Roll Grinder and/or 
Certified Welder 
Mobite Equipment Mechanic 
MM11 - Multicraft Mechanic "B" 
A Paper MUi Journeyman Mechanic who pos-
sesses knowledge and ability to perform, on his 
own, in a skillful manner in one craft and the 
ability to work alone on most jobs in his sec-
ondary craft. He must also work as a knowledge-
able helper in other crafts. 
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A minimum of six (6) months spent at this step, 
plus demonstrated skills improvement to the 
extent necessary to meet the requirements of the 
next level will be required for advancement. 
MM 12 - Multicraft Mechanic "C" 
A Paper Mill Journeyman Mechanic who pos-
sesses knowledge and ability to perform, on his 
own, in a skillful manner in one craft. He must 
also work as a knowledgeable helper in other 
crafts. 
A minimum of six (6) months spent at this step, 
plus demonstrated skills improvement to the 
extent necessary to meet the requirements of the 
next level will be required for advancement. 
MM13 - Multicraft Mechanic "D" 
A Journeyman Mechanic who possesses knowl-
edge and ability to perform, on his own, in a skill-
ful manner in one craft without necessarily hav-
ing paper mill experience. He must also work as 
a knowledgeable helper in other duties. 
A minimum of six {6) months spent at this step, 
plus demonstrated skills improvement to the 
extent necessary to meet the requirement of the 
next level will be required for advancement. 
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M M 14 - Mechanic "E " 
A mechanic who has spent a minimum of two (2) 
years in one or more of the recognized crafts, or 
completed the Company's trainee program. A 
mechanic who possesses knowledge and ability 
to perform on his own, in a skillful manner the 
majority of work required in one (1) craft wi thout 
necessarily having paper mill experience. He 
must also work as a knowledgeable helper in all 
other crafts. 
A min imum of six (6) months spent at this step, 
plus demonstrated skills improvement to the 
extent necessary to meet the requirements of the 
next level wi l l be required for advancement. 
M M 3 0 - Mil l Service Crew 
In the event the Company implements the trainee 
program below, Mil l Service Crew employees wi l l 
be given consideration for mechanic trainee -
Level 5. 
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In the event the Company determines that the 
needs of the Maintenance Department can best 
be met through a trainee program, the fol lowing 
shall be used: 
Mechanic Trainee Level 1 
A min imum of six (6) months at this level plus 
demonstrated skills improvement wi l l be required 
for advancement to Mechanic E. 
Mechanic Trainee Level 2 
A minimum of six (6) months at this level plus 
demonstrated skills improvement wi l l be required 
for advancement to Level 1. 
Mechanic Trainee Level 3 
A minimum of six (6) months at this level, plus 
demonstrated skills improvement wi l l be required 
for advancement to Level 2. 
Mechanic Trainee Level 4 
A min imum of six (6) months at this level, plus 
demonstrated skills improvement w i l l required 
for advancement to Level 3. 
Mechanic Trainee Level 5 
A minimum of six (6) months at this level, plus 
demonstrated skills improvement wi l l be required 
for advancement to Level 4. 
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The Company and the Union will jointly evaluate 
the progress of Trainees. If a Trainee is not pro-
gressing satisfactorily, remedial action, including, 
if necessary, removal of the Trainee from the pro-
gram will be done. This will insure that Trainees 
progressing into Multicraft Mechanic Levels will 
be able to perform the requirements of Multicraft 
Mechanics. 
Maintenance personnel may be hired at any level 
of Multicraft Mechanic, Mechanic, or Trainee 
commensurate with the individuals qualifica-
tions. 
In order to progress to the next level in the vari-
ous Trainee Classifications, a Trainee must 
demonstrate satisfactory job performance and 
skill improvement, must satisfactorily complete 
prescribed training courses and meet the qualifi-
cations established by the Company in addition to 
serving the required number of months. 
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APPENDIX " C " 
It is understood that this policy is intended to 
cover only those employees who, through no 
fault of their own, are removed from their regular 
job and suffer a reduction of their regular rate of 
pay due to their job being abolished or eliminat-
ed as a direct result of mill expansion. It is under-
stood that an employee's regular rate and regular 
job means an employee's permanent classifica-
tion and hourly rate of pay, exclusive of tempo-
rary assignment; and, that employees must 
accept advancement for which they are qualified 
to remain eligible under this policy. 
An employee whose regular job is abolished or 
eliminated as a direct result of mil! expansion will 
be protected for a specific period of time, if he is 
placed in a job with a rate lower than the rate of 
the job which was abolished or eliminated, as fol-
lows: 
1. The employee's rate will be protected for a 
period of six {6} months beginning with the 
date he/she is placed in a lower rated job, 
or until he is placed on a job with an equiv-
alent or higher rate. 
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2. If, after six (6) months, the employee contin-
ues to be permanently assigned to a lower 
rate job, his protected rate wiil be reduced 
one half {%) of the difference between the 
rate of the abolished or eliminated job and 
his existing rate for an additional period of 
up to six (6) months or until he occupies a 
job of equal or higher rate. 
3. After twelve (12) months the employee will 
receive the rate of the job which he is actu-
ally performing. 
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APPENDIX " D " 
RULES FOR EMPLOYEE C O N D U C T 
Rules for acceptable conduct of employees are 
necessary for the orderly operat ion of the 
Courtland Mil l and for the benefit and protection 
of the right, safety and security of all employees 
and the Company. 
These rules, and others which may be estab-
lished from t ime to t ime, are hereby published to 
provide and promote understanding of what is 
considered unacceptable conduct in order to pro-
mote a safe, orderly and efficient operation of the 
Mi l l . 
Any employee who commits any of the fol lowing 
acts or other acts wh ich are properly and cus-
tomarily the subject of disciplinary action, may be 
disciplined, including discharge f rom employ-
ment, either after a warning or immediately w i th -
out warning, depending on the seriousness, 
nature and circumstances of the violation(s). 
Repeated violations of the same rule, or com-
pounded violations of more than one, shall be 
cause for accelerated disciplinary action. 
1. Refusing to fol low instructions of his fore-
man or supervisor or to perform assigned 
work, except that wh ich would endanger 
himself or other employees. 
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2. Leaving one's job assignment, location, or 
department, except in the line of duty, or 
leaving the Mil l w i thout express permission 
of supervision. 
3. Failure to maintain good housekeeping in 
his work area. 
4. Operating any machine, tool or equipment 
wh ich is not assigned to him by a person 
w i th qualif ications and authority to make 
the assignment. 
5. Performing unsatisfactory work by wi l l fu l ly 
or negligently producing defective products 
or performing defective work. 
6. Deliberate sleeping or loafing wh i le on duty. 
7. Deliberately damaging, destroying, muti lat-
ing, or defacing tools, equipment or any 
property of the Company or of another 
employee. 
8. Stealing Company property or that of anoth-
er employee; or removal of Company prop-
erty or records wi thout supervisory permis-
sion. 
9. Deliberate falsifying any Company records; 
knowingly giving false information regard-
ing t ime, production or work reports; or 
assisting others to do so in any way. 
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10. Reporting for work or being in the Mi l l 
under the influence of an intoxicating bev-
erage or a drug which has not been pre-
scribed by a physician; or possessing or 
consuming same on Company premises. 
1 1 . Being absent or tardy wi thout satisfactory 
reasons. 
12. Deliberately fail ing to clock or register his 
t ime card, or knowingly registering another 
employee's t ime card. 
13. After an employee has been absent from 
work on an illness or injury for more than 
five (5) scheduled work days and leaves of 
absence, layoff, or any other reasons for 
more than thir ty days durat ion, the employ-
ee w i l l report to the Mi l l Nurse for clearance 
before returning to work, or wi l l have a 
return to work slip from his doctor. 
An employee on a leave of absence because 
of il lness or injury may be required to sub-
mit to an examination by a doctor designat-
ed by the Company. In the event a dispute 
occurs in opinion between the Company 
Doctor and the employee's own physician, it 
is agreed that the Company shall supply a 
panel of three (3) doctors from wh ich the 
employee may select one. Should the 
employee not f ind acceptable any of the 
doctors' names appearing on the panel, it is 
agreed that the employee's physician and 
the Company Doctor wi l l agree upon a th i rd 
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physician to examine the employee. 
The employee may exercise his rights to an 
examination by a third doctor under this 
provision any time during the three {3) year 
period specified under Section VIII, para-
graph 3, loss of seniority. The finding of a 
majority of the doctors shall control in all 
cases, and should this finding be that the 
employee may not return to work he may 
again or on subsequent occasions exercise 
his right under this provision. In such 
instances the employee could be examined 
by the same doctor as previously, or the 
employee couid select from a different 
panel. The expense charged by the third 
doctor, whenever used, shall be paid for by 
the Company. This provision shall not be 
abused by the Company, the Union or the 
employee. 
14. Disregarding established or normal safety, 
fire and health regulations, practices and 
precautions. 
15. Removal of "Lock-outs" except by the per-
son who "Locked-out" the equipment; 
removing safeguards or failing to replace 
such items immediately without reporting 
same, the reason for not replacing them to 
responsible supervisor. 
16. Being in possession of a master or sub-
master key unless specifically authorized by 
management or any reproduction of a mas-
ter or sub-master key by any unauthorized 
person. 
4 
17. Failing to report to his supervisor any acci-
dent which caused h im an injury. 
18. Falsifying a report of an accident, or refus-
ing to give all facts when an accident is 
being investigated. 
19. Smoking in unauthorized areas on Company 
premises. 
20. Notifying the family or relatives of an 
injured or seriously tit employee's condition 
wi thout the express supervisory authoriza-
tion of Human Resources and Development 
Department to do so. 
2 1 . Physically assaulting any person or acting 
w i th intent to inflict bodily injury to another 
employee. 
22. Threatening, int imidating, coercing other 
employees; interfering wi th the activities of 
another employee in the performance of his 
work; or directing abusive, vile or insult ing 
remarks to or about another employee on 
Company premises at any t ime. 
23. Bringing f irearms, concealed weapons or 
explosives onto Company premises, or pos-
sessing same on Company premises, w i t h -
out authorization from a person w i th proper 
authority to do so. 
24. Posting notices or other wr i t ten material on 
Company bulletin boards or premises, or 
removing same wi thout express permission 
of management. 
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25. Solicit ing, collecting contributions or distrib-
uting literature of any description in work 
areas wi thout permission of management. 
26. Committing immoral or indecent acts on 
Company premises. 
27. Gambling or conducting lotteries or other 
games of chance on company premises at 
any t ime. 
28. Bringing a camera into the Mi l l or photo-
graphing anything on Company premises at 
any time. 
29. Parking in unauthorized or restricted loca-
tions on Company premises. 
30. Garnishments in excess of the l imitations or 
applicable State and Federal laws. 
3 1 . Being convicted of violating any civil or 
cr iminal law which is of such a nature that 
whether a period of confinement is ordered 
or not, conviction reflects unfavorably upon 
the Company, other employees, or upon the 
employee involved. 
32. Resale of any Company property acquired 
through the employee sales yard. 
33. Unauthorized or improper use of Company 
communications equipment. 
In addition to these general rules, for personal 
conduct, special department rules wilt supple-
ment these and are applicable to all employees 
working in that department. 
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SUPPLEMENTAL AGREEMENTS 
by and between 
Courtland Mill of Champion 
International Corporation 
and 
United Paperworkers and 
International Union 
AFL-CIO and 
Locals 193, 1137 & 1161 
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GENERAL AGREEMENTS 
MEMORANDUM OF AGREEMENT 
TEMPORARY VACANCIES 
When a temporary vacancy occurs on a shift, the 
shift Supervisor must exercise sound judgment 
in determining whether or not the vacancy needs 
to be filled. Such judgment will be based solely 
upon relevant operating factors such as the 
anticipated workload for the shift, running condi-
tion of the equipment in operation, and consider-
ation of the crew needed to perform the neces-
sary work. 
All permanent jobs which are required to be 
staffed will be scheduled to be filled prior to the 
start of each work week In accordance with 
Section XIII of the Labor Agreement. 
COMPANY: C.W. Adams Union: Darrell Fuller 
Don Jones Harry V. May 
Marshall Carter 
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M E M O R A N D U M OF AGREEMENT 
In exchange for agreement and support of pro-
ductivity and team concepts no employee on the 
payroll at the t ime of ratification wi l l be laid off 
from the Mi l l as a direct result of the implemen-
tation of such concepts. 
The Company agrees that reductions in the bar-
gaining unit which might result f rom implemen-
tation of these concepts wi l l be handled by attr i -
t ion. 
Excluded from the above understanding are any 
reductions caused by market conditions, capital 
projects, shutdown of equipment or machinery, 
or other conditions beyond the control of the 
Company. 
Company: C. W. Adams Union: Darrell Fuller 
Don Jones Harry V. May 
Marshal l Carter 
Memorandum of Agreement 
In the event Locals 1161 , 1137, and 193 com-
bine to form one Local w i th a ful l t ime president 
servicing only Champion employees, the compa-
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ny wi l l provide the fol lowing benefits on the 
same basis as provided to regular employees. 
• Life Insurance 
• Supplemental Life Insurance 
• Dental Insurance 
• Pension 
• Optional Accident Insurance 
• Medical Insurance 
Temporary disability insurance wi l l not be provid-
ed. However, if the Local president leaves his 
position and returns to regular employee status, 
he wi l l then be eligible to receive disability pay-
ments. 
The Company wi l l pay for vacation earned in the 
year prior to taking office. During the first year 
after returning as a regular employee, the 
Company wi l l grant the employee t ime off w i th -
out pay in accordance wi th the vacation schedule 
in Section X of the Labor Agreement. Any com-
pensation for this t ime off w i l l be provided by the 
Union. 
To be eligible for the above benefits the Local 
president must have been a regular Champion 
employee at the t ime of installation. 
In the event an employee serves as president, a 
leave of absence must be requested. The leave 
wi l l be granted provided the request in wr i t ing is 
received prior to the posting of the weekly work 
schedule for the week in which the leave is to 
begin. Leaves w i l l be for a maximum of two (2) 
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years. Extensions wi l l be granted if requested. 
Should a permanent promotion become available 
when an employee is on such leave of absence, 
he shall be entit led to the promotion. If he does 
not accept the promotion at the end of his term in 
office, the employee who accepts the promotion 
and goes ahead shall forever remain ahead. 
Senior i ty shal l accrue dur ing the leave of 
absence. The Company shall be notified at least 
two (2) weeks prior to the end of the leave of the 
employeefs intent to return. 
Company: C.W. Adams Union: Darrein Fuller 
Don Jones Harry V. May 
Marshall Carter 
M E M O R A N D U M OF AGREEMENT 
OCTOBER 15. 1989 
FIRE BRIGADE 
Jt is the intent of this agreement to provide for the 
selection and service for f ire brigade members in 
order to enhance the capability for a stable, wel l -
trained fire brigade for the protection of life and 
property at the mil l . 
1. Shift maintenance mechanics are the 
nucleus of the fire brigade and are required 
to participate. 
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2. Volunteers w i l l be accepted from operating 
and staff departments. Their supervisor w i l l 
determine how many from each shift wi l l be 
al lowed to volunteer. 
Several may volunteer and train but only 
one or two may be released to answer nor-
mal fire calls. In the event of a major emer-
gency, all volunteers may be released to 
answer the second and subsequent alarms. 
Volunteers must commit to a min imum of 
one (1) year service. 
3. Volunteers wi l l be accepted for the 
Courtland Mi l l Hazardous Materials 
Response Team. Al l volunteers for the 
Hazardous Materials Response Team must 
be active members of the fire brigade or 
wi l l ing to join the f ire brigade and meet 
min imum qualifications. 
4. Members must meet min imum physical 
requirements to participate in f ire brigade 
training and perform structural fire f ighting. 
Company: Union: 
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MEMORANDUM OF UNDERSTANDING AND AGREEMENT 
BY AND BETWEEN COURTLAND MILL OF 
CHAMPION INTERNATIONAL CORPORATION 
AND UNITED PAPERWORKERS INTERNATIONAL 
UNION AFL-CIO AND ITS LOCALS 193, 1137, 
1161 
The Company and the Union agree that in case of 
an employee who becomes permanently unable 
to perform the duties of his job due to injury 
resulting from an industrial accident, the employ-
ee wi l l be given an opportunity to transfer to 
another job of equal or lower pay which his dis-
ability would permit him to do, for which he is 
qualified wi th ordinary and minimal training, and 
providing he has greater Mi l l Seniority than the 
employee he is displacing. Such cases wi l l be 
dealt w i th on an individual basis between the 
Company and the Union. 
The Company agrees to notify the Union should 
such a case as described above occur. 
An employee transferring to a job having a lower 
rate of pay wi l l be given rate retention as fol lows: 
1. The employee's rate of pay wi l l be protected 
for a period of six (6) months beginning w i th 
the date he is placed in the lower rated job. 
2. If after six (6) months the employee cont in-
ues to be permanently assigned to a lower 
rated job, his protected rate wi l l be reduced 
one-half (%) of the difference between the 
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rate of his former job and the rate of the job 
to which he is presently assigned, for an 
additional period of up to six (6) months or 
unti l he occupies a job of equal or higher 
rate. 
3. After twelve (12) months the employee wi l l 
receive the rate of the job he is actually per-
forming. 
The above agreement is contingent upon ratifica-
t ion. 
Company: Union: 
SUB-FOREMAN STATEMENTS 
The fol lowing relating to Sub-Foreman (Set-up 
Foreman) are added to the Supplemental 
Agreements Booklet as a result of 1980 Contract 
Negotiat ions and are applicable to all M i l l 
Departments except Department 4 3 0 
(Maintenance): 
A bargaining unit employee set-up to Sub-fore-
man wi l l cont inue to have and to accrue all ben-
efits he /she has as a bargaining unit employee 
during the trrne he /she is set-up to Sub-foreman. 
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A bargaining unit employee set-up to Sub-fore-
man wi l l have ful l recourse to the Grievances 
and Arb i t ra t ion procedure dur ing the t ime 
he/she is set-up to Sub-foreman, except in the 
case of (1) h is /her rate of pay in excess of 
h is /her regular hourly rate in the bargaining 
unit, and (2) the Company's right to select who is 
set-up to Sub-foreman, and the duration of the 
set-up. 
A bargaining unit employee set-up to the non-
bargaining unit job of Sub-foreman (or Set-up 
Foreman) wi l l be subject to the provisions of 
Paragraph 3, "Loss of Seniority" (Section VIM, 
"Senior i ty") , and specif ically that paragraph 
which deals w i th an employee promoted or trans-
ferred to a position outside the bargaining unit 
for longer than six (6) months. In the event a bar-
gaining unit employee should be set-up to Sub-
foreman for longer than a continuous six (6) 
month period. The Company agrees that the 
applicable provisions o i this part of the Labor 
Agreement would apply. 
The Company will continue its current practices 
relating to scheduling employees set-up to Sub-
foreman for ful l work weeks. In the event that an 
employee is on scheduled set-up to Sub-foreman 
for a continuous period of one work week or 
more, he /she wi l l not be returned to a bargain-
ing unit job on h is /her scheduled days off during 
that period in such a manner as to deprive other 
employees of overtime. 
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The Company will not schedule on the posted 
weekly work schedule an employee to work con-
secutive shifts as a Sub-foreman and in a bar-
gaining unit job. 
It is the Company's intention of have an employ-
ee (or employees) on each shift who can be set-
up to Sub-foreman. The Company recognizes that 
it is desirable to whenever possible utilize on 
Shift as Sub-foreman on that shift. The Company 
intends to work toward this objective. 
STATEMENT OF UNDERSTANDING 
SECTION XXXIV 
PRODUCTIVITY AND CREW CONCEPTS 
(1) ".... his job is not operating ...." 
(a) If there is more than one employee in a job 
classification and one employee is reas-
signed while the remaining employee(s) 
continue to work, that does not mean his 
job is operating and his presence is 
required. 
(b) Although functions may continue which do 
not require the constant presence of an 
employee, and periodic tasks or duties are 
performed by other members of the crew, 
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that does not mean his job is operating and 
his presence is required. 
(2) "... displace ..." 
An employee does not "displace" another 
employee if he is assigned to a job in anoth-
er progression line or department wh ich oth-
erwise would have to be fi l led at the over-
time rate. 
(3) "... assisting each other ..." 
If there are tasks or duties which can be per-
formed by a single employee, the crew con-
cept does not require more than one employ-
ee to perform the task or job. 
WAIVER OF PROMOTION ("FREEZING") 
During discussion of Section VIII, paragraph 5 (p-
11), and specifically that part concerning waiver 
of promotion ("freezing"), it was agreed that the 
following wi l l apply: 
a. "Permanent Promotion" as used in this 
provision means moving f rom one job 
classification to the next higher job clas-
sification by permanent promotion. It 
does not mean moving by seniority w i th 
in the same job classification. 
127 
b. When an employee indicates his/her 
desire to "freeze", the "freeze" will not 
become effective until a meeting has 
been held with the employee, a Union 
official, and the employee's supervisor. 
The consequences as well as the 
mechanics of "freezing" will be explained 
to the employee, and all parties will sign 
the "freeze" form. 
c. A standard "freeze" form will be devel-
oped for the entire mill. 
d. The current practice of allowing another 
employee "freeze" in a classification due 
to a medical condition even if there is 
already a "frozen" employee in the same 
classification will continue. As is now 
the practice, however, the reverse of the 
above will not be permitted, i.e., if there 
is an employee "frozen" due to a medical 
freeze, another employee will not be 
allowed to "freeze" due to personal pref-
erence. 
e. For a "freeze", an employee must provide 
medical evidence of his/her inability to 
set-up/be promoted to the next higher 
job. Also, to "unfreeze", the employee 
must first provide medical evidence that 
the medical limitation(s)/restriction(s) no 
(onger apply, then one person must move 
around his/her by permanent promotion. 
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WAIVER OF PROMOTION 
SECTION VIII, paragraph 5 of the Labor 
Agreement: "When an employee in a line of pro-
gression refuses a promotion, either temporary or 
permanent, or for training purposes, he must put 
his refusal in wr i t ing which forfeits his right to 
that promotion until one (1) employee moves 
around him in the line of progression by perma-
nent promotion. In no case wi l l more than one 
(1) employee in a given classification be allowed 
to decline promotion. Employees who are unable 
to accept a promotion due to physical disability 
wi l l be handled on an individual basis." 
I, , in accordance 
(Employee} - PLEASE PRINT 
with the above provision of the Labor Agreement, 
desire to waive promotion to the next higher job. 
I understand that this waiver includes temporary 
set-ups and set-ups for training in addition to 
permanent promotion. 
This Waiver wi l l be effective as of the date it is 
signed, and wi l l remain in effect unti l one (1) per-
son has been promoted around me by Permanent 
Promotion. 
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The above conditions have been explained to me, 
and by signing this form, I acknowledge that I 
understand and accept them. 
Supervisor Employee 
For the Union Department 
Date 
xc: Union 
HRD 
Department 
Employee 
02 05 96 
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SUPPLEMENTAL AGREEMENTS 
by and between 
Courtland Mil l of Champion 
International Corporation 
and 
United Paperworkers and 
International Union 
AFL-CIO and 
Local 193 
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SOLUTION TO PROBLEM OF SENIORITY SET-UP IN FIBER PREP 
DEPARTMENT 
• When a vacancy exists above a starting job, 
the most senior employee in the classification 
below will move to the vacancy (as per con 
tract). 
• Each line on the weekly work schedule will be 
considered as a classification. 
• When a vacancy is known or will exist for 21 
days or more there will be a seniority set-up 
between both lines of progression. 
• FROZEN EMPLOYEES - The next most senior 
employee that is behind the frozen employee 
(whether in the Pine or Hardwood Woodyard) 
will move behind that employee in order to 
receive set-ups. 
MEMORANDUM OF AGREEMENT 
MARCH 15, 1993 
This Memorandum of Agreement by and between 
Champion International, Courtland Mill (here-
inafter referred to as the "Company"), and the 
United Paperworkers International Union (UPIU) 
and its Local Union 193 (hereinafter referred to 
as the "Union"), concerns the redesign of the 
Woodyard Department at the Courtland Mill and 
is intended to amend the Labor Agreement as set 
forth below. 
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The redesign of the Woodyard as contained in the 
"Fiber Prep Redesign" document dated March 
15, 1993, is incorporated into this Memorandum 
by reference, and is hereinafter referred to as the 
"Document" . Changes agreed to at the meeting 
between the Company and the Union on March 
22, 1993, wi l l wherever appropriate,, be incorpo-
rated in the Document, and the Document as 
revised w i l l then become the Document in this 
Memorandum. These changes are l isted on 
Exhibit I, attached. 
The Woodyard Department is herewith renamed 
the Fiber Prep Depar tment , and all references in 
the Labor Agreement to Woodyard are under-
stood to now refer to Fiber Prep. Further, 
Appendix "A" and " B " in the Labor Agreement 
are herewith changed to reflect the new pay 
structure and new organization in the Fiber Prep 
Department as set forth in the Document. These 
changes wi l l become effective March 29, 1993. 
The Memorandum of Agreement appearing on 
page 100* of the Labor Agreement is herewith 
changed to read as contained on Exhibit II 
attached. 
It is agreed that throughout the Document no 
provision shall have the effect of reducing the 
base rate of any employee. It is agreed that the 
Variable Compensation Guidelines discussed at 
the meeting wi l l be reviewed by the Steering 
Team, and should any problem(s) arise w i th their 
adoption, the problem(s) may be referred to the 
* Page 100 refers to 1990 - 1995 contract 
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mil l Change Forum for resolution. It is also 
agreed that the "Recommendations", Appendix 
" D " of the Document, wi l l be reviewed by the 
Steering Team, and, once consensus is reached 
by the team, appropriate action<s) wi l l be taken 
regarding implementation, t iming, etc. It is the 
intent of the parties that unanticipated and unre-
solved issues relating to the Redesign be taken 
up by the Steering Team, and, if necessary, then 
referred to the Change Forum. 
It is the intent of the parties that any apparent 
inconsistencies whether in the Document or 
between the Document and the Labor 
Agreement, be resolved consistent w i th the 
Redesign itself. 
FOR THE COMPANY FOR THE UNION 
Charles W. Adams Emory Barnette 
Danny Morris 
134 
TO: J immy Griffin From: A.J . Rhodes, Jr. 
Bill Woodward 
Subject: PULP MILL OVERTIME LIST 
Effective May 1, 1974, a record of the overtime 
worked by the Pulp Mi l l personnel wi l l be kept 
and used in an effort to equalize overtime among 
all personnel. Following is the procedure which 
wi l l be used in monitoring this overtime. 
I .This agreement is w i th the explicit under-
standing that the provisions of Section 8 of 
the Labor Agreement wi l l continue to be fol-
lowed in f i l l ing all temporary vacancies. 
2. Overtime lists wi l l be posted monthly. 
3. This list wi l l include all overtime hours actu-
ally worked, scheduled and unscheduled, 
and all overtime hours refused, but wi l l not 
include the two hour call t ime pre mium 
hours, six-day week overtime, no Sunday 
premium time. Al l hours overtime refused 
wi l l be listed separately fol lowed by "Ft" to 
show refusal. 
4. Refusal to work overtime wi l l be charged the 
same number of hours that would have 
been worked. 
5. The low man on the list wi l l be used on all 
holdovers and call-ins; extra work overtime, 
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except when operation help is needed the 
man from the classification needing help 
wi l l be used. 
6. On call-ins for extra work overtime, the 
incoming shift low man wi l l be called first, 
proceeding up the incoming shift list. Then 
the off shift w i l l be called beginning wi th the 
low man and moving up the list. 
7. The overtime list, rules, and applications wi l l 
be open for discussion to change if problems 
develop. 
8. When employees change shifts, the amount 
of overtime hours charged to him wil l be 
carried to the new shift and he wil l fit in 
where the amount of hours place him. 
9. Overtime wi l l be equalized by shift and not 
by department. 
Sincerely, 
A.J. Rhodes, Jr. 
/ r h 
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FIBER PREP DEPARTMENT OVERTIME 
As the result of a vote by employees in the Fiber 
Prep Department that were counted on June 8, 
1995 at the Union/Management Leadership 
Team meet ing, the fo l lowing changes were 
agreed to in the current Labor Agreement. 
1. Temporary Vacancies - The contract lan-
guage is clear w i th respect to the f i l l ing of 
temporary vacancies. We intend to follow 
this language exclusively. This means that 
when overtime is needed to fi l l a temporary 
vacancy the on-shift employee wi l l be 
offered the overtime. If he/she declines, 
then the other steps for f i l l ing a temporary 
vacancy in Section VIII, Part 5 of the Labor 
Agreement w i l l be used. \f the vacancy can 
not be fi l led in this manner then the 
employee on shift wi l l remain at his post, as 
specified, and work the extra shift. The 
Company does not intend to go against 
what is specified in the Labor Agreement 
for f i l l ing these temporary vacancies. 
2. Unclassified Overtime - It is agreed that an 
overtime list w i l l be kept by shift for all bar-
gaining unit employees in the Fiber Prep 
Department. When unclassified work 
requiring overtime develops, the overtime 
wi l l be offered to the off - going shift based 
upon the overtime list only if the work or job 
can be completed in four (4) hours or less. 
(Employees are restricted from working over 
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16 hours in any 24 our period except in 
cases of emergency.) If the unclassified 
work is for more than four (4) hours, then 
the overtime wil l be offered first to the shift 
on short break based upon the overtime list. 
Hours worked wi l l be recorded on the over 
t ime list for employees who work. Hours 
refused wi l l be charged double for employ-
ees refusing the overtime. 
If the unclassified work cannot be fil led by 
the above method, the junior employee(s) 
needed to do the work wi l l be required to 
stay and work the overtime. However, no 
employee wi l l be required to work more 
than two consecutive calendar days for 
unclassified overtime. In the event that an 
employee(s) is /are needed for a third con-
secutive calendar day for such work, the 
next senior employee(s) on shift wi l l be 
required to work the unclassified overtime. 
For example, if the reserve on shift is 
required to stay and work unclassified over 
t ime on Monday and Tuesday, unclassified 
overtime on Wednesday that cannot be filled 
on a voluntary basis wit) be fi l led by the next 
least senior person above the reserve. 
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SUPPLEMENTAL AGREEMENTS 
by and between 
Courtland Mill of Champion 
International Corporation 
and 
United Paperworkers and 
International Union 
AFL-CIO and 
Local 1137 
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MAINTENANCE OVERTIME PROCEDURE 
Overtime wi l l be divided equally as practicable 
among the qualif ied employees wi th in a given 
classification over a reasonable period of t ime. 
A Company-Union Committee wi l l meet at least 
quarterly to discuss any problems w i th the 
Guidelines, and develop and recommend solu-
tions. Al l recommendations and changes wi l l be 
subject to Local 1137 and management approval. 
Addit ional ly, the Committee w i l l merge and 
maintain all Guidelines into one living document. 
SUB-FOREMEN 
The fo l lowing statements relat ing to Sub-
Foremen {Set-up Foreman, Planner /Rel ie f 
Foreman) are added to the Supplemental 
Agreements Booklet as a result of 1980 Contract 
Negotiations and are applicable only to 
Department 430 (Maintenance)1. 
A bargaining unit employee set-up to Sub-fore-
man wi l l continue to have and to accrue all ben-
efits he /she has as a bargaining unit employee, 
dur ing the t ime h e / s h e is set-up to Sub-
Foreman. 
A bargaining unit employee set-up to the non-
bargaining unit job of Sub-Foreman {or Set-up 
Foreman) w i l l be subject to the provisions of 
Paragraph 3, "Loss of Senior i ty" (Section VII I , 
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"Senior i ty") , and specifically that paragraph 
which deals w i th an employee promoted or trans-
ferred to a position outside the bargaining unit 
for longer than six (6) months. In the event a bar-
gaining unit employee should be set-up to Sub-
foreman for longer than a continuous six (6) 
month period, the Company agrees that the 
applicable provisions of this part of the Labor 
Agreement would apply. 
The Company agrees to make the letter referred 
to by the Union dated July 13, 1972, authorized 
by Jack Colson, a part of the Locaf 1137 
Supplemental Agreements. 
The Company further agrees to include in the 
1137 Supplemental Agreements the current 
practice relating to Set-up Foreman (Sub-fore-
men), i.e. Set-up Foremen (Sub-Foremen) not 
working as Mechanics during the 24-hour period 
beginning at the time they are set-up. 
In the event a bargaining unit employee is set-up 
to Sub-Foreman, any overtime hours worked 
whi le serving as Sub-foreman wi l l be charged 
against that employee on the Overtime List. 
Date: January 24, 1981 
For the Company: For the Union: 
W. B. Grubbs Edward E. Harrison 
Jack Colson James A. Messer 
Billy Chancellor 
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TOOLROOM ATTENDANT 
The Too) Room Attendant's job is defined as 
handicapped by criteria set forth by the 
Department of Labor under Section 503 of the 
1974 Act. The Company will not utilize this job as 
Multicraft Mechanic, Mechanic E or Trainee, and 
there will be no progression into or out of this 
job. 
If a vacancy were to occur in this job, it would 
most likely be filled by outside hire, to be consid-
ered for this job, a person would have to have a 
basic mechanical background, plus meet the 
requirements of the Handicapped Act. However, 
in the event a present employee meets the 
requirements stated above, the present employee 
will be placed in the job before the job is filled by 
outside hire. 
In the event a regular mechanic A-E should 
become permanently disabled, due to sickness or 
injury, work related or not and is no longer able 
to perform the duties of a maintenance mechan-
ic, he shall be permitted to displace the least 
senior Tool Room Attendant, providing he has 
greater mill seniority than the least senior Tool 
Room Attendant, and providing that the nature of 
the disability is such that he can physically per-
form the duties of the Tool Room Attendant. It is 
understood that in the event a mechanic dis-
places a Tool Room Attendant, that he shall 
receive the rate of pay of the Tool Room 
Attendant. 
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An employee displaced wi l l fo l low the Reduction 
in Workforce language of Section VIM of the 
Agreement. If, necessary, the Company and the 
Union w i l l review jobs the employee maybe able 
to bump to determine if reasonable accommoda-
tion{s) can be made. 
Mechanics who are temporarily disabled and 
who are temporarily unable to perform the duties 
of their job wi l l be allowed to come in to work on 
flight duty?. It is understood that a decision shall 
continue to be made on each individual case 
based on the medical l imitations of the affected 
mechanic and that mechanics who are al lowed to 
work in this way may be assigned to perform the 
duties of the Tool Room Attendant as wel l as 
other duties which his medical l imitations alfow 
him to perform. However, the criteria in making 
a decision regarding a return to work on light 
duty shall be the same in all cases. In a case 
where a mechanic is assigned to the tool room 
duties, he will not displace the Too) Room 
Attendant, but wi l l be used in addition to him. 
NEW MECHANICS ON SHIFT 
SHIFT MECHANIC 
A Maintenance Mechanic wi l l be allowed to work 
shifts after he has completed twelve (12) months 
of service in the Maintenance Department. 
143 
ALTERNATE MAINTENANCE SHIFT SCHEDULE 
If during the term of the agreement the Company 
decides to establish a maintenance shift sched-
ule other than a Monday - Friday day schedule or 
the rotating shift maintenance schedule, the 
Company wi l l meet w i th the Union to discuss all 
matters. The base rate of compensation for peo-
ple working such schedules shall be the same as 
that being paid to rotating shift maintenance. 
To: Ed Harrison Date: Apri l 7, 1980 
From: Bill Grubbs 
Copies to: C. Adams 
J. Colson 
Subject: FIRE BRIGADE INCENTIVE 
This letter is wri t ten to advise you that the fire 
brigade incentive is $15.00 per hour for each 
schedule meeting or training session attended by 
a fire brigade member. This incentive pay is in 
addition to regular pay. 
Bill 
/ m b 
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MATERIAL HANDLER OVERTIME 
A. Temporary vacancies in the MH01 and 
MH02 job classification wi l l be filled in 
accordance w i th the provisions of Section 
Vfll of the Labor Agreement. 
B. Overt ime* wi l l be divided as equally as 
practicable among the qualif ied employees. 
For the purpose of keeping the MH01 and 
MH02 job classifications overtime as equal 
as practical, the MH01 and MH02 jobs wi l l 
be maintained on the same overtime list. 
Recognizing that shift workers may accu-
mulate more overtime through temporary 
vacancies, the Company wi l l allow employ-
ees in the classification to select each six (6) 
months, on January 1 and July 1 of each 
year, a seniority basis, shift work in the 
warehouse and/or day work bumping less 
senior members of the classification to the 
other job. 
C. The overtime list, showing the accumulated 
overtime and ranking of each material han-
dler, wi l l be posted in the warehouse and in 
the material handler office daily. 
D. Al l overtime hours worked wi l l be charged 
to the person working. 
If a person declines overtime they wi l l be 
charged twice the hours declined. 
Contact w i th any party at the telephone 
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number provided by the employee wi l l qual-
ify the call for declined overtime hours. 
E. After each person on the overtime list has 
refused or after the unsuccessful attempt to 
contact each person for call in, then the low 
person(s) present at the Mil l wi l l be frozen 
over to complete the overtime job. 
F. Al l past and present agreements regarding 
overtime except those in the "Labor 
Agreement", either oraf, wr i t ten, or implied, 
are hereby canceled. 
In agreeing to this change, it is understood 
that the Company wi l l incur no financial lia-
bility as a result of errors in implementing 
this change, but the Company does agree to 
correct any error in charging when brought 
to its attention. 
* Al l overtime is considered extra work 
except the requirements for schedule shift 
work in the warehouse. 
G. When on vacation, t ime wi l l remain the 
same. For overtime purpose, vacations 
wi l l begin after your last scheduled day of 
work. 
H. When off a period of greater than two (2) 
weeks (10 working days) other than vaca-
t ion, overtime wi l l be averaged in the fol-
lowing manner: Add all hours and divide by 
the number of persons on the overtime list. 
For the Company: For the Union: 
Don A. Stephens Edward E. Harrison 
Don J . Jones Bill Terry 
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M E M O R A N D U M OF AGREEMENT 
There shall not be any jurisdictional work assign-
ment restr ict ions between the Mater ia ls 
Department, Storeroom, and Mil l Service Crew. 
Company: For the Union: 
C. W. Adams Darrell Fuller 
Don Jones 
M E M O R A N D U M OF AGREEMENT 
Day Maintenance Mechanics may request per-
mission to be excused from work on scheduled 
work holidays. Depending on operating and 
maintenance needs of the Mi l l , permission may 
or may not be granted. In certain situations all 
Mechanics may be required to work and in cer-
tain situations all Mechanics requesting to be off 
may be excused from work. 
Sincere efforts w i l l be made to reach an accom-
modation between the needs of the Company and 
the requests of the day Mechanics. The above 
understanding is not applicable to work holidays 
adjacent to any Mi l l outages. 
Company. Union: 
C. W. Adams Darrell Fuller 
Don Jones 
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M E M O R A N D U M OF AGREEMENT 
December 13, 1995 
This Memorandum of Agreement by and between 
Champion International ("The Company"), and 
the United Paperworkers International Union, 
UPIU, and its Local Union 1137 ("The Union"), 
concerns a trial period for 12-hour shifts in the 
event there is suff ic ient interest in the 
Maintenance Department during the term of this 
Agreement, to go the 12-hour shifts for shift 
Maintenance. The fol lowing shall be applicable 
to a trial of 12-hour shifts: 
1. A min imum of 75% of all Mechanics must 
request the trial of 12-hour shifts. 
2. A trial wi l l be for a six (6) month period, and 
wi l l apply only to Shift Maintenance. Either 
party may then terminate the trial by giving 
two (2) weeks notice. 
After the six (6) month trial is over, a vote 
wi l l be taken by the Union to either remain 
on 12-hour shifts or return to the present 
schedule. A simple majority of more than 
50% wi l l decide this issue. 
3. The Company and the Union wi l l jointly 
develop guidelines to be fol lowed during the 
tr ial . Al l guidelines must meet the primary 
criterion for 12-hour shifts, i.e., be cost 
neural. 
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4. Issues arising during the trial wh ich are not 
covered by the Labor Agreement, wi l l be 
referred to the 12-Hour Shifts Committee 
for resolution. 
FOR THE COMPANY FOR THE UNION 
M E M O R A N D U M OF AGREEMENT 
December 13, 1995 
This Memorandum of Agreement covers the 
staffing of the PDM Crew. 
Five year bid period - retroactive from the date 
that the employee enters the crew. 
An employee cannot be bumped from the crew 
for this five (5) year period. 
The employee also forfeits his bid rights for this 
time five (5) year period. 
Employees will bid into the crew based on seniority. 
A six (6) month grace period wi l l continue to be 
provided for those that bid into the crew. 
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If an employee comes out of the crew prior to the 
first six (6) months, the Company wi l l place him 
in another crew for the rest of that year. 
The employee wi l l regain his bid rights for the 
next year. 
The analyst that would have been bumped out of 
the crew would continue to work in the crew the 
remainder of that year. The next bid process 
would then determine if he stayed in the crew. 
tf an employee asks to come out of the crew after 
the six (6) months grace period (excluding hard-
ship cases or grade related issues) the employee 
forfeits his bid rights for the portion of the five (5) 
years that remain. This employee wi l l be given a 
"Preference Sheet" in lieu of a "Bid Sheet" for 
each of the remaining years. The Company wi l l 
have the right to place the employee in a day 
crew as w i th a "less than two (2) year employee". 
If an Analyst is bumped from the crew, he wi l l 
remain in the crew for twelve (12) months or 
ample t ime to train the new Analyst. The Analyst 
that gets bumped from the crew can bid back into 
the crew in the future if his seniority allows it. 
The academics courses are a requirement for 
remaining in the crew. A passing grade must be 
obtained in each course. 
The PDM Commi t tee w i l l rev iew and develop 
contract language to address future issues in the 
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program (i.e., Complex Analysis, Quali ty 
Assurance Program, Human Resources issues 
wi th in the crew, etc..) and future language 
developed wi l l be subject to approval by Local 
1137. 
The PDM Committee consists of the fol lowing: 
Gordon Appteton, Scotty Evans, Ray Boston, 
Terry Thomas, Tris Peck and Darrell Fuller or the 
President and Vice-President of Local 1137 if dif-
ferent than those listed above. 
Charles W. Adams Emory Barnette 
THE COMPANY THE UNION 
M E M O R A N D U M OF AGREEMENT 
December 13, 1995 
MAINTENANCE TRAINING COORDINATOR 
ASSIGNMENTS 
1 .TERM OF C O O R D I N A T O R : 
Two (2} year term at t ime of election of officers. 
2. WAY OUT FOR C O O R D I N A T O R : 
A. Co-ordinator notifies the Training 
Committee in wr i t ing of his desire 
to leave the Co-ordinator assignment. 
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B. New Co-ordinator selected by body for 
remainder of term. 
C. Former Co-ordinator returns to seniority bid 
slot. 
3. COORDINATOR SELECTED: 
Body selects a new Co-ordinator from those 
who have submitted their names in writing 
prior to posting of the election. Special elec-
tion held if necessary. 
4. TRAINING NEW COORDINATOR: 
If vacancy occurs at normal election time, old 
Co-ordinator stays until new Co-ordinator offi-
cially takes the job. New Co-ordinator will 
start training assignment immediately working 
with the existing Co-ordinator. 
5. REMOVAL OF COORDINATOR FROM 
ASSIGNMENT: 
The Training Committee may recommend to 
the body that an existing Training Co-Ordinator 
be replaced if investigation, consideration and 
other efforts fail to correct the problem. 
6. HOW INDIVIDUAL INDICATES INTEREST 
IN TRAINING COORDINATOR POSITION: 
A. Interested parties obtain application form 
from Training Committee. 
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B. Training Committee meets with interested 
individuals to go over job and answer ques-
tions. 
C. Those still interested submit completed 
application to Training Committee. 
THE COMPANY THE UNION 
MEMORANDUM OF AGREEMENT 
December 13, 1995 
This Memorandum of Agreement between 
Champion International Corporation and the 
UPIU and its Local Union 1137 concerns the 
staffing of HVAC Maintenance in the 
Maintenance Department. The following are 
applicable to this staffing: 
1. After the initial placing of the three (3) slots 
it wil l be bid every two (2) years. 
2. At present the HVAC Crew consist of eight 
(8) slots five (5) of those presently filled by 
HVAC Mechanics who certified in March 
1994. 
3. The Company has agreed to keep those 
eight (8) slots filled at atl times {even if hav-
ing to force). 
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4. If the eight (8) slots are maintained this 
gives some mechanics a chance to move 
out and others to move in. 
5. HVAC Certification is not a requirement to 
bid to HVAC Crew, but it is a requirement to 
stay there, 
6. Realizing that shortly after you get in that 
crew, certification has to be achieved or you 
wi l l be removed. 
7. Because the law is clear (anyone handling 
freon) must be certified. 
8. If for some reason you don't pass the first 
certification test. After six (6) weeks. You 
wi l l be given the test again you must pass 
that one. 
9. The training wi l l be done through the 
Maintenance Training Program. There wi l l 
be on the job training also. 
FOR THE UNION FOR THE COMPANY 
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OVERTIME PROCEDURES - S T O R E R O O M 
The Committee, after an affirmative vote by the 
Storeroom Hourly Employees, recommends the 
fol lowing be accepted by the Company and UPIU 
Local 1137 and made a part of the Labor 
Agreement. The fol lowing procedure for f i l l ing 
overtime has also been reviewed by Materials 
Department Management and agreed to as rep-
resented by their signatures. 
1. Al l overtime wi l l be divided as equally as 
practical among the qualif ied employees 
w i th in a classification. 
2. AN overtime wi l l be offered in accordance 
w i th a weekly overtime list. 
3. (a) Three (3) people constitute a crew, w i th 
the 3rd person asked being Crewleader, 
excluding the shift person for extra work. 
(b)For outages, a min imum crew should be 
looked at based on the total needs of the 
outage. 
SHIFT VACANCIES 
M O N D A Y - FRIDAY 
4. 7:00 a.m. - 7;00 p.m. It is understood that 
management has the right to f i l l the vacan-
cy or not. If the vacancy is f i l led it wi l l be 
offered to the low available shift man first, 
then wi l l be offered to the low day shift 
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employee. If there are no volunteers, then 
the low day shift employee wi l l be required 
to f i l l the vacancy. 
If the vacancy is not fi l led, (first 8 hours), 
then the oncoming shift clerk wi l l be offered 
to fi l l the last four (4) hours of this vacancy. 
If that person turns the vacancy down, then 
it wi l l be offered to the low available shift 
employee. If there are no volunteers, if wi l l 
be offered to the low day shift employees. If 
there are stil l no volunteers, then the low 
day shift employee wi l l be required to f i l l 
this vacancy. 
5. In an instance where a Crewleader and the 
day shift person are both out on the same 
day and the senior person on days is also 
the low person on the overtime list, th is 
person can choose either vacancy to be 
fi l led, wi th the other vacancy being fi l led as 
per the agreement aforementioned. 
6. Employees wi l l be charged for hours worked 
on the overtime list. 
7. When a person is off work two (2) weeks {10 
working days) or more, other than vacation, 
that person assumes the same position on 
the overtime list as they had prior to being 
off. The hours wi l l be adjusted to one hour 
less than the person below them on the 
overtime list. 
8. Shift overtime wi l l be administered by the 
current procedures that are in place per the 
letter dated September 25, 1991. 
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OUTAGES - EXTRA WORK 
M O N D A Y - S U N D A Y 
1. 7:00 a.m. - 7:00 p.m. wi l l be offered to low 
day shift employees first, then wi l l be 
offered to low available shift employees, if 
necessary. If there are no volunteers, then 
the low day shift employees wi l l be sched-
uled. 
2. 7:00 p.m. - 7:00 a.m. Low available shift 
employee wi l l be scheduled, if the employee 
is unable to work the schedule then it w i l l 
be offered to the next available shift 
employee, then to the low day shift employ-
ees. If there are no volunteers then the 
scheduled employee wi l l be required to 
work it. 
3. For day shift employees all outages to be 
fil led daily. 
Any questions should be addressed to the 
Storeroom Overtime and Contract Language 
Committee. 
VACANCY FILLING - CREWLEADER, 
STOREROOM 
The Committee, after an affirmative vote by the 
Storeroom Hourly Employees, recommends the 
fol lowing be accepted by the Company and UPIU 
Local 1137 and made part of the Labor 
Agreement. The fo l lowing procedure for f i l l ing 
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Crewleader, Storeroom (SM01), has also been 
reviewed by Materials Department Management 
and agreed to as represented by their signatures. 
1. The vacancy will be offered to SM02 working 
day shift in order of seniority (excluding shift 
person). 
2. It should not be necessary to sign a wavier to 
refuse a setup for less than 21 days. 
3. In the event no one accepts the temporary set-
up, the junior person working day shift will be 
forced to take the set-up, provided he has 18 
months experience minimum in the 
Storeroom. 
4. When an employee is set-up to crewleader, he 
stays setup for 24 hours, except for purposes 
of call-in per contract Section VIII, Page 14. 
5. When an employee sets up to crewleader and 
the permanent crewleader is scheduled 12 
hours that day, the setup man is not offered 
this 12 hour scheduled shift regardless of his 
position on the overtime list. The schedule 
takes precedence. 
6. When overtime is available at the end of the 8 
hour day shift, it will be offered to the Low 
Crewleader on the overtime list. 
FOR THE UNION FOR THE COMPANY 
Emory Barnette Charles W. Adams 
Bob West (SM02J Gene Brooks 
Royal Jones (SM02) Perry Doug/as 
Tim Agee (SM02) 
Roger Tate (SM02) 
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.TO: Addresses Date: May 23, 1994 
FROM: Phil Hendrix and 
Hank Livingston Subject: Distributed Control 
Systems 
Because distributed control systems, by their very nature, 
demand the involvement of E&l craftsmen, instrument 
engineers, and systems engineers, as well as operating 
personnel to keep them performing at their best we will 
try to describe the method by which we should all work 
together to achieve this with minimum disruption in team-
work. 
While each group has areas of primary responsibility (see 
attached) all parties recognize the inability to draw hard 
and fast lines which can never be crossed by the other. 
Each group has a desire to learn as much as they can 
about the entire system and to do whatever is required to 
keep it performing at its best. 
All parties subscribe to two cornerstones absolutely 
required to produce a good product and harmonious team-
work. These are COMMUNICATION and DOCUMENTA-
TION. If each group goes out of its way to communicate 
to the other groups what it is doing, what it's already 
done, and what itis thinking about doing, conflict can be 
avoided. By the same token, we cannot overemphasize 
the importance of keeping ali documentation current to 
the day when making even the most insignificant change. 
tf each group lives by a creed of documentation and com-
munication our l/A systems can be one of our most com-
petitive advantages and at the same time we can have 
good relations and an environment where significant 
opportunities to learn exist for all. 
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It is equally important to remember that reduction in 
process variability, is a primary goal of Systems 
Engineering, E&l maintenance crews, and instrument 
engineers and cannot be achieved without cooperation 
between E&l craftsmen, systems engineers, and instru-
ment engineers in solving both DCS and field element 
problems. Each group has something to contribute and to 
gain up front. Communication and working together can 
minimize the time required to achieve the desired results. 
Phil Hendrix Hank Livingston 
/kt 
xc. AH E&! Personnel J Tucker G Lavender Staff (4) 
All Systems Engineers B Jones J Scott 
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l /A SYSTEM PRIMARY RESPONSIBILITIES 
E&l Craftsmen: 
• Field Instrumentation 
• Ladder Logic 
• Regulatory Control 
• l /A Hardware Maintenance 
Systems Engineers: 
• Supervisory Control 
• Alarm Packages 
• Operating Human Interface 
• P.I.M.S. Interface 
E&l Engineers: 
• System Configuration 
• Human Interface to Maintenance 
• Maintenance Support 
• Control Loop Installation & Checkout 
Joint Responsibilities: 
• Documentation 
• Variability Reduction 
• System Administration (hard drive, backups, 
environments) 
• Startup Coverage 
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SUPPLEMEIMTAL AGREEMENTS 
by and between 
Courtland Mill of Champion 
International Corporation 
and 
United Paperworkers and 
International Union 
AFL-CIO and 
Local 1161 
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M E M O R A N D U M OF UNDERSTANDING & 
AGREEMENT 
BY AND BETWEEN COURTLAND MILL OF 
CHAMPION INTERNATIONAL AND UNITED 
PAPERWORKERS INTERNATIONAL UNION AFL-
CIO AND ITS LOCAL #1161 
This wi l l confirm the understanding and agree-
ment reached by the parties concerning the f i l l -
ing of temporary vacancies in the #33 Biwinder 
and Roll Wrap line of progression: 
1. For scheduling purposes only, the eight 
Biwinder Operators and eight Biwinder 
Assistant Operators wi l l be assigned to one 
of the two Biwrnders each week (one per 
shift in each classification assigned to each 
Biwinder). 
2. In the event of a temporary vacancy on shift, 
such vacancies shall be fil led by shift set-up 
on the shift (and on the Biwinder where the 
vacancy exists) in accordance wi th the pro-
visions of Section VIII, Part 5 of the Labor 
Agreement. For example, if the South 
Biwinder Operator is absent, the South 
Assistant Operator wi l l be set-up to 
Operator, the Roll Wrap Operator wi l l be 
set-up to South Biwinder Assistant 
Operator, etc. 
3. When overtime is required to f i l l the tempo-
rary vacancy, the fol lowing procedure wi l l 
be used: 
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a) The employee who is not relieved wi l l 
have preference to work the next shift. 
Regardless, he shall remain at his post 
unti l a substitute is secured and, if nec-
essary, he wi l l work the extra shift. 
Relief for the Operator and Assistant 
Operator wi l l be considered the employee 
assigned to a particular Biwinder {North 
or South) in that classification. 
b) For the Operator and Assistant Operator 
Classifications, if the employee not 
relieved does not choose to work the 
extra shift, the employee in the corre-
sponding position on the same shift as 
the employee not relieved wi l l be given 
the option of working the extra shift. For 
example, if the Assistant Operator on the 
South Biwinder is not relieved and does 
not choose to work the extra shift, the 
Assistant Operator on the North Biwinder 
on the same shift w i l l be asked to work. 
c) The employee in the same classification 
{for Operator and Assistant Operator, 
assigned to the same Biwinder where the 
vacancy exists) who wi l l be coming in on 
the next shift wi l l be given next 
preference to work the shift. 
d) The employee in the same classification 
(assigned to the same Biwinder where 
the vacancy exists) who is on his sched-
uled day off wi l l be given next preference 
to work the shift. 
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e) Finally, the shift may be split by the 
coworkers in the classification in wh ich 
the vacancy occurs. 
4. The assignment of the Biwinder Operators 
and Assistant Operators to one or the other 
of the Biwinders is for scheduling and over 
t ime purposes only, and not necessarily for 
work distribution. The procedure that has 
been followed since start-up for the opera-
tion of the Biwinders remains in affect. 
NOTE: The above Memorandum is applicable to 
eight (8) hour shirts only. 
Date: June 20, 1979 
For the Company: For the Union: 
C. W. Adams Harry V. May 
Wi/fiam B. Grubbs 
MEMORANDUM OF UNDERSTANDING AND 
AGREEMENT 
BETWEEN CHAMPION INTERNATIONAL, COURT-
LAND MILL AND UPIU, LOCAL 1161 
In the event of a permanent vacancy in a classi-
fication immediately above the Baler Operator 
classification, the senior qualified Baler Operator 
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in the department will have the option of perma-
nent promotion into the vacancy. In the event 
the senior qualified Baler Operator declines pro-
motion, the other employees in that classification 
will be given the option in order of seniority. In 
any event the least senior qualified Baler 
Operator must accept the promotion. Any Baler 
Operator waiving his option for permanent pro-
motion is still eligible to fill temporary vacancies 
per Section VIII of the current Labor Agreement. 
Seniority determination for promotion will be 
made using the provisions of this Agreement. 
This memo of understanding applies only to the 
Warehousing and Shipping Department and 
specifically to the Baler Operator classification. 
Date: September 18, 1979 
For the Company; For the Union: 
William B. Grubbs Elton Kimbrell 
Jack Stoler Travis Morris 
J. W. Hill 
MEMORANDUM OF UNDERSTANDING AND 
AGREEMENT 
BETWEEN CHAMPION PAPERS, COURTLAND 
MILL AND UPIU, LOCAL 1161 
The new job classification of Sweeper Operator is 
to be created in the Warehousing and Shipping 
Department and added to the jobs listed in 
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Appendix "A" and " B " of the Labor Agreement. 
The hourly rate of the job effective 1 0 / 0 1 / 7 9 is 
$6.66. 
There is a two-fold purpose in creating this new 
job. The first and most readily obvious purpose of 
this job is to provide a person to assist w i th 
clean-up work in the greatly expanded 
Converting and Shipping Department. The duties 
of this job are to drive the "Sweeper" and do 
other routine clean-up work. This job is not 
being created to eliminate a reserve job and 
would not be part of any line of progression. The 
second purpose of this new job is to provide a 
way to meet Affirmative Action Plan obligations 
in the area of employment of handicapped per-
sons. 
Due to the nature of the creation of this job, as it 
is being proposed, anyone fi l l ing this job must 
meet the criteria set forth by the Department of 
Labor in defining "Handicapped" under Section 
503 of the 1974 Act. 
Date: November 20, 1979 
For the Company: For the Union: 
Wil l iam B. Grubbs Elton Kimbrell 
Wendell R. Heflin 
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CONVERTING/SHIPPING OVERTIME 
Temporary vacancies in the Convert ing/Shipping 
Department wi l l be f i l led in accordance w i th 
applicable provisions of the Labor Agreement. 
Temporary vacancies which must be filled on an 
overtime basis wi l l be fil led by the remaining 
employees working that job assignment in accor-
dance w i th the applicable provisions of the Labor 
Agreement. Job assignments are attached as 
Exhibit I. 
EXHIBIT I 
CUTSIZE 
CS01 - Crew Leader 
Lenox Crew Leader 
No. 4 Wil l Crew Leader 
No. 5 Will Crew Leader 
No. 6 Will Crew Leader 
CS02 - Operator Assistant I 
Lenox Assistant Operator I 
No. 4 Will Assistant Operator 
No. 5 Will Assistant Operator 
No. 6 Wil l Assistant Operator 
No. 6 Will Assistant Operator 
- North 
- South 
CSQ3 - Operator Assistant II 
Lenox Assistant Operator II 
No. 4 Wil l Packaging Operator - North 
No. 4 Wil l Packaging Operator - South 
No. 5 Will Packaging Operator - North 
No. 5 Wil l Packaging Operator - South 
No. 6 Will Packaging Operator 
AGV Operator 
CS04 - Packaging Assistant 
Lenox Assistant Packaging Operator/Uti l i ty 
No. 4 Will Assistant Packaging Operator 
No. 5 Wil l Assistant Packaging Operator 
No. 6 Will Assistant Packaging Operator 
CS05 - Utility 
Utility t 
Utility I) 
CS98 - Reserve 
ROLL FINISHING 
RF01 - Roll Finishing Operator 
No. 1 Beloit Operator 
No. 2 Beloit Operator 
No. 4 Stanford Operator 
No. 6 Jagenberg Operator 
No. 7 Jagenberg Operator 
No. 9 Jagenberg Operator 
No. 11 Jagenberg Operator 
Roll Wrap Operator 
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RF02 - ROLL FINISHING ASSISTANT 
No. 1 Beloit Assistant 
No. 2 Beloit Assistant 
No. 4 Stanford Assistant 
No. 6 Jagenberg Assistant 
No. 7 Jagenberg Assistant 
No. 9 Jagenberg Assistant 
No. 11 Jagenberg Assistant 
RF03 - Utility 
Roll Wrap Assistant 
RF98 - Reserve 
WAREHOUSING 
WH01 Crew Leader - Warehousino 
WH02 - Warehouse Trucker 
Warehouse Trucker - 1 
Warehouse Trucker - 2 
Warehouse Trucker - 3 
Warehouse Trucker - 4 
Warehouse Trucker • 5 
Warehouse Trucker - 6 
Warehouse Trucker - 1 
Warehouse Trucker - 8 
Warehouse Trucker - 9 
Five Day Trucker - 1 0 
Night Trucker -11 
WH03 - Broke Handler 
SC98 - Reserve 
SHIPPING 
SC01 Crew Leader - Shipping 
SC02 - Trucker Loader 
Trucker Loader • 1 
Trucker Loader - 2 
Trucker Loader - 3 
Trucker Loader - 4 
Trucker Loader - 5 
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The fo l lowing w i l l be appl icable to the 
Warehousing and Shipping Departments for extra 
work overt ime. Extra work overtime in these two 
(2) departments wi l l be assigned from an over-
t ime roster. The extra work overtime w i l l be f i l led 
by first asking the lowest overt ime qualif ied 
employee on shift w i l l be required to work the 
overtime. If it is necessary to call in employees 
for extra work, employees that are lowest on the 
overtime list w i l l be called first. Extra work does 
not include taking inventories. Inventories may 
be scheduled. A record of extra work overtime 
wi l l be maintained and once each t w o (2) weeks 
the overtime roster wi l l be posted showing the 
relative position of each employee by shift f rom 
the highest to lowest. This ranking w i l l be used 
until the next posting. Refused hours wi l l be 
included in the overtime roster. Hours wi l l be 
zeroed beginning the first pay period in January 
of each year. After the overtime list is posted it 
wi l l be the responsibility of the Union to bring 
any mistakes to the attention of management 
w i th in 24 hours after posting or by the end of the 
f irst scheduled shift of any employees returning 
to work after the posting. If no mistakes are 
brought to the attention of management the 
hours w i l l be considered correct. 
Refused hours w i l l be charged according to the 
fol lowing guidelines: 
1. When an employee is called, someone at 
home must be contacted before the employ-
ee can be charged the hours work available. 
Jf someone is contacted and the employee is 
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not home or does not want to come out to 
work, the employee will be charged the 
hours work available. 
2. Employees on the overtime list that do not 
have a telephone on record with their 
supervisor will be charged the hours work 
available. 
3. Any employee(s) offered the opportunity to 
work overtime hours and who is excused 
from working such hours by supervision for 
some acceptable reason, shall be charged 
the hours work available. 
4. Any employee absent for a period of one (1) 
week or no more than four (4) weeks, any 
reason other than vacation, will remain in 
the same numerical position on the over-
time list. Any employee who is off for more 
than four (4} weeks will be given the aver-
age of all truckerloaders when returning to 
work. 
5. An employee on a seniority set-up will be 
given an average of the hours of the 
employees in that classification. 
Hours will be changed according to the fol-
lowing guidelines: 
6. All overtime hours worked and refused for 
all work which is made available as a direct 
result of use of the overtime list, wil l be 
charged to the employee working or refus-
ing the overtime. His/her position on the 
overtime list wil l be determined by the sum 
of hours worked and hours refused for work 
coming from the overtime list. 
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To: Harry May Date: October 13, 1986 
From: Charles Adams SUBJECT: LOCAL #1161 Issues 
1986 Negotiations 
This letter w i l l conf irm the Company's posit ion on 
the local issues of Local 1161 that were included 
in the 1986 Negotiations Summary: 
1. The Company agrees to modify vacation 
scheduling guidelines in Paper 
Manufacturing Departments only, to al low 
the scheduling of vacations by each shift. 
This is in response to Union Item No. 8 on 
the Union's proposal. 
Please let me know if there are any questions 
concerning the above items. 
cc: R. Kilpatrick 
D.Jones 
G. Prentice 
G. Hayward 
L. Skfles 
B. Grubbs 
W. Hefl in 
P. May 
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MEMORANDUM OF UNDERSTANDING AND AGREE-
MENT BETWEEN CHAMPION INTERNATIONAL, 
COURTLAND MILL AND UPIU LOCAL 1161 
The following have been agreed to by the Paper 
Manufacturing 12-Hour Area Committee: 
Recognrzing that additional coverage must be 
provided for paper machine outages, the follow-
ing procedure will be followed to insure the addi-
tional coverage. 
1. Volunteer List: A sign-up sheet wilt be pro-
vided so that employees may volunteer to 
work during the outage. Employees will sign 
up for the outage by 8.00 a.m. Thursday of 
the week prior to the outage. 
2. Schedule employees for the Outage: In the 
event there are not sufficient volunteers for 
the outage, employees may be scheduled in 
for the outage. In this case, every effort will 
be made to schedule in employees on their 
short break, but employees on their long 
break will be scheduled if othermeans are 
not sufficient to provide sufficient coverage 
for the outage. 
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PULP/RECYCLE DRY FURNISH GUIDE-
LINES 
1 2 / 1 5 / 9 5 
Dry furnishing is the responsibility of Paper 
Manufac tur ing . The t im ing and number of 
employees required wi l l be determined and coor-
dinated by No. 3 1 / 3 2 Machine Supervision. 
I. Dry Furnish on Shift 
A. If dry furnishing is to be done and the 
Pulp Dryer is down, the Pulp Dryer crew 
wi l l dry furnish. Vacancies in the Pulp 
Dryer crew wi l l not be fi l led to dry furnish. 
B. When dry furnishing on shift, 
Reserves/General Processors f rom 
throughout Paper Manufactur ing wi l l be 
used if the Pulp Dryer crew is being used 
on the dryer or enough crew members 
are not available. Reserves/General 
Processors from other areas must be ut i -
lized for shfit set-up in their o w n 
areas first. In the case of outages and/or 
emergency situations, Reserves/General 
Processors may not be available for dry 
furnishing. 
II. Dry Furnish on Overtime 
A. When dry furnishing becomes necessary 
before the end of a shift and the Pulp 
Dryer is running, the fol lowing proce-
dures wi l l be fol lowed; 
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If it becomes necessary to call people in 
for dry furnishing purposes, as many peo-
ple as necessary will be called in. The 
overtime will go to people on the Dry 
Furnish Volunteer List from the No. 
31/32 Machine Complex area first. 
Calling will be done in the following 
order: Short break crew in No. 31 Stock 
Furnish, then Pulp Dryer, then Chem 
Prep, then No. 31 Machine. If additional 
calls are necessary, the long break crew 
will be contacted in the same order as 
noted above. 
B. When dry furnishing becomes known 
before shift change, all members of the 
off-going shift on the Dry Furnish 
Volunteer List, will be offered/required to 
stay four (4) hours or until a dry furnish 
crew can be secured. 
C. If enough volunteers are not secured 
from the No. 31/32 Machine Complex 
area, volunteers will be called from a vol-
unteer roster of other Stock Furnish 
crews. This roster will be posted in the 
No. 31/32 Machine Complex area. The 
volunteers called from the roster will be 
done in a rotating order from the short 
break shift first, then the long break shift 
second. 
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D. If there are not enough Dry Furnish vol -
unteers on the off-going shift and 
attempts to call in volunteers are unsuc-
cessful, the necessary number of employ-
ees will be required to stay four (4) hours 
or unti l a dry furnish crew can be 
secured, starting in No. 31 Stock Furnish, 
then Pulp Dryer, then Chem Prep, then 
No. 31 Machine. 
E. If enough people cannot be secured 
through the volunteer list, the necessary 
number of people f irst contacted wi l l be 
required to come in. 
F. People who have been called in to dry 
furnish w i l l have first option to work up to 
16 (sixteen) hours. 
G. If plans are to utilize reserves on the next 
shif t to dry furnish, people on the Dry 
Furnish Volunteer List wi l l be offered the 
opportunity to stay unti l the reserve(s) 
reports to the area. 
H. If operating conditions change in such a 
manner as to significantly change Pulp 
Dryer uti l ization, i.e. de- inking facility 
start-up, operations curtai lment, etc., 
both parties wi l l meet and review/revise, 
as necessary, these guidelines. 
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MEMORANDUM OF AGREEMENT 
December 13, 1995 
This Memorandum of Agreement by and between 
Champion international ("The Company"), and 
the United Paperworkers International Union, 
UPIU, and its Local Union 1161, concerns a trial 
of the alternate 12-hour shifts schedule in the 
Converting Department, if requested to do so, 
the parties agree to sanction a trial of the " 4 / 3 " 
schedule in Converting departments. 
In the event of 75% of the employees in any of 
the Converting departments indicate their desire 
to go to the " 4 / 3 " schedule on a trail basis, the 
following will be applicable: 
1. The actual date of the change from the cur-
rent schedule to the " 4 / 3 " schedule will be 
determined so that employees will not work 
Sunday night shift and then Monday day 
shift. 
2. Once a six (6) month trial is over, a vote will 
be taken by the Union to either remain on 
the " 4 / 3 " schedule, or return to the present 
schedule. A simply majority of more than 
50% will decide this issue. 
3. The Company will not be liable for any indi-
vidual cases where an employee feels 
he/she is disadvantaged by the trial. 
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It is understood and agreed that this trial applies 
only to the Converting Department(s), and will 
not be used by any other department to trial other 
shift schedules, or to revert to an 8-hour sched-
ule. The parties agree that issues arising during 
the trial, which are not covered by the Labor 
Agreement, will be referred to the 12-Hour Shifts 
Committee for resolution. 
FOR THE COMPANY FOR THE UNION 
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